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Abstract 
Teacher attrition is an ongoing issue in the United States and more specifically in 
the state of Missouri. This dissertation, using a three-tiered analytical approach, offers 
suggestions, recommendations, and strategies, aside from raising salaries or increasing 
benefits packages, that schools, their districts, and leaders can implement to bolster 
teacher retention. The findings are based on the practices of successful districts, 
buildings, and leaders. The first level of research included semi-structured interviews 
with district level personnel to offer guidance and recommendations that can be 
implemented at the local school district level. Similarly, the second level of research 
utilized the same research method to uncover practices, programs, and policies 
implemented at the building level that increase teacher retention according to school 
leaders. For the third level of research, teachers in public schools that participated in the 
other levels of research completed an anonymous online survey to measure the impact 
that a variety of factors have on a teacher’s decision to remain in their current position. 
The recommendations and conclusions derived from each of these tiers of research are 
then further reviewed to provide insight into which level of education should be the 
driving force behind efforts to raise teacher retention and lower teacher attrition. 
Keywords: teacher retention, teacher attrition, Missouri, school culture, supportive 
administration, classroom autonomy, professional development, teacher mentor program 
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Teacher Retention and Attrition in Missouri:  Who Should Solve the Problem? A 
Three-tiered Analysis of Teacher Retention and Attrition in Missouri 
Teacher attrition is a persistent problem across the globe. In the United States, 
hundreds of thousands of teachers, up to as many as an estimated 8% of the teacher work 
force, leave the profession for a variety of reasons every year (Sutcher, Darling-
Hammond, & Carver-Thomas, 2016). This trend is not only being seen in North America, 
but also in the United Kingdom, across Europe, Hong Kong, and Australia where on 
average 40% to 50% of novice and beginning teachers leave the profession within the 
first five years of teaching (Gallant & Riley, 2014). This issue, combined with the finding 
that fewer young people are opting to enter the field of education, means that schools and 
their respective districts and leaders must find ways to retain both young and quality 
teachers (Sutcher et al., 2016). 
This study, using a three-tiered analytical approach, offers suggestions, 
recommendations, and strategies, aside from raising salaries or increasing benefits 
packages, that schools, their districts, and leaders can implement to bolster teacher 
retention based on the practices of successful districts, buildings, and leaders. While low 
teacher pay has been cited as one of the myriad reasons why young teachers leave the 
profession, a conscious decision was made to not include raising salaries or benefits as a 
strategy in this study for a variety of reasons.  
First, raising teacher pay is not always a feasible solution to teacher attrition due 
to often limited school budgets and the complicated way in which public school districts 
are funded. Second, school principals often do not have the power or ability to raise 
teacher pay, but there are other strategies that they do have the ability to implement that 
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may have a positive impact on teacher retention. Lastly, as noted by Brill and McCartney 
(2008), several studies have found that moderate salary increases are only marginally 
effective at retaining teachers and there are more cost effective and influential strategies 
for improving teacher retention. This study aims to uncover such strategies and practices 
by taking a closer look at public schools and school districts in the state of Missouri, 
specifically the St. Louis region, that are among the very best at retaining teachers. 
Purpose of the Study 
Due to the continuation and rise of teacher attrition across the globe and in the 
United States in particular, a great deal of time and energy has been spent to better 
understand this issue. Even the smallest of schools, states, and nations now keep track of 
teacher mobility data to better understand the trends amongst their staff. Furthermore, 
countless studies offer recommendations and strategies that can be implemented to 
reduce or minimize teacher attrition and even more studies investigate the factors and 
issues that lead to attrition in the first place. This study adds to this ever-growing field of 
research by taking a closer look at teacher attrition and retention in the state of Missouri, 
specifically, and uses the expertise of local schools, districts, and leaders to recommend 
policies, practices, programs, and structures that have a positive impact on educators and 
teacher retention in the St. Louis area. The St. Louis region was selected for this study as 
it is the area of Missouri that the researcher lives and works, and thus has a greater 
interest. Also, prior to the COVID 19 pandemic, the researcher intended to interview each 
participant in person, and thus included districts and schools that were within a defined 
area rather than across the entire state.  
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Furthermore, not only does this study uncover what building and district level 
leaders in high retaining districts believe leads to their success, but it also surveys 
teachers to see if these identified factors and viewpoints truly lead to the action of 
teachers remaining in the same classroom and school year after year. Ultimately, each of 
the three levels of research - district leadership, building leadership and teaching staff - 
builds upon one another to determine who should be working to solve teacher attrition in 
Missouri; the state department of education, local school districts, or building leaders 
themselves. 
Research Questions 
There were four primary research questions used to guide this study. 
1.  What district-wide programs, policies, and strategies do school districts with 
high rates of teacher retention utilize? 
2. What strategies for increasing teacher retention are recommended by building 
administrators? 
3. What issues and factors do teachers identify as being most relevant to 
retention decisions? 
4. What do the commonalities and differences that exist across the three levels of 
research tell us about who should solve the problem of teacher retention? 
Each of these four questions corresponds with a specific level of research and was 
the guiding question for that tier. For instance, question 1 investigates best practices for 
teacher retention as identified by central office personnel. Similarly, question 2 
investigates this same theme of teacher attrition and retention, but instead analyzes best 
practices from the perspective and actions of building level leaders. Research question 3 
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then asks teachers for their insight and voice regarding attrition and retention to better 
understand if the factors, programs, policies, and strategies noted by school leaders do in 
fact play a role in the decision of a teacher to remain in their current position. The 
recommendations and conclusions that are derived from each of these three questions are 
then further reviewed to provide insight into which level of education should be the 
driving force behind efforts to raise teacher retention and lower teacher attrition. 
Significance of the Study 
Although there is significant research available in the field of education regarding 
teacher attrition, there are few studies that focus on Missouri and the St. Louis area 
specifically. Furthermore, there are even fewer studies that seek to gain advice regarding 
best practices from district and building leaders that successfully retain teachers in the 
region. This study not only highlights these practices, programs, and policies, but also 
evaluates their impact at the teacher level. In other words, building or district leaders may 
focus on one aspect or program they believe improves retention and teacher data may in 
fact show this program or practice has little influence on a teacher’s decision to remain in 
the classroom or in their current position. If this is the case, then this program or practice 
should be analyzed, and perhaps minimized or eliminated, and the time, energy, and 
resources directed for the program should be diverted to a more impactful program. 
Ultimately, this study is designed to uncover the practices, programs, and policies that 
will have the greatest influence on teachers in our area. As noted by Meyer, Espel, 
Weston-Sementelli and Serdiouk (2019), while current research provides a satisfactory 
national-level picture of teacher retention, mobility, and attrition, the substantial variation 
and contributing factors across regions, states and districts reveal the need for more 
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localized analysis of these phenomena to guide policy decisions, which this study 
undertakes. 
Furthermore, because there is such an abundance of information and a multitude 
of resources to reference in regards to teacher attrition and retention, many school leaders 
may struggle to find and implement effective strategies appropriately. This study not only 
highlights effective strategies and measures their impact on teachers, it also discusses 
their application in the school setting at multiple levels. For instance, during the semi-
structured interviews conducted to answer research question one, district-level leaders 
thoughtfully articulated how they design and implement district-wide strategies to 
increase teacher retention. In discussions with building-level leaders during the second 
phase of research, they expanded on these district level approaches as well as explained 
building level strategies and how they are brought to life in the school setting. As a result, 
this study can serve as a “how to” guide for multiple levels of stakeholders and school 
district personnel. 
Lastly, this study is significant because teacher attrition is a problem that is not 
going away and is only going to continue to rise if successful practices are not studied 
further and implemented on a broader scale. It is important to seek out and define 
programs, policies, practices, and strategies that are successfully impacting teacher 
retention in order to continue to improve upon them and broaden their scope. The 
discussion of who and which level of public education should be working to solve teacher 
attrition is vital in order to invest time, resources, and efforts in the areas that are going to 
have the largest and most influential impact on the most important level of education, the 
teachers. 
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Literature Review 
This study was designed to identify best practices for retaining teachers at the 
district and building levels, to measure the impact of these factors on a teacher’s decision 
to remain in their current position, and to provide insight into who should be working to 
solve the teacher attrition crisis. In order to achieve this, multiple levels of stakeholders 
were interviewed and surveyed from a variety of successful schools and districts in the 
St. Louis area to provide their expertise. 
The purpose of this literature review is threefold. First, the statistics of teacher 
attrition are examined at the state level to establish the need to find solutions to this 
problem in Missouri. Second, the problems that arise as a result of high rates of teacher 
turnover are considered to highlight the negative impact that teacher attrition has on 
multiple facets of the school environment. Lastly, several of the causes of teacher 
attrition are reviewed in order to better understand how the recommendations offered 
throughout the study will work to reverse the rates of teacher attrition and encourage 
teachers to remain in the classroom. 
Overview of Teacher Retention in Missouri 
While an estimated 8% of teachers in the United States leave the profession every 
year (Sutcher et al., 2016), the turnover rate in the state of Missouri is even higher than 
the national average at approximately 11.4% for the 2019-2020 school year, a large 
percentage of which are “preretirement age leavers” (Missouri Department of Elementary 
and Secondary Education [DESE], 2020). While this is a problem in and of itself, an even 
darker statistic is that the majority of those that are leaving are doing so within the first 
five years of teaching. In fact, Ingersoll (2001; 2003) estimated that 45% of beginning 
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teachers leave the field of education within the first five years of their career and that 
young teachers (under the age of 30) are 171% more likely to leave teaching than middle 
aged teachers (between 30-50 years of age). This is especially true in Missouri, where 
only 64.1% of Missouri’s first-year teachers are still teaching in a public school three 
years after their first year of teaching (DESE, 2020). Add an additional two years to this 
total and only 48% are teaching in public schools five years after their first year of 
teaching in Missouri. In other words, 52% of first-year teachers that began teaching 
during the 2013-2014 school year were no longer teaching in public schools during the 
2019-2020 school year. While some may have continued teaching but moved to a 
parochial or private school or left Missouri and continued teaching, the 52% remains a 
highly concerning number. For high-poverty, urban schools, the annual rate of teacher 
turnover is even higher than the national average at 14.4%, meaning that teachers are 
more likely to leave such schools on a more frequent basis (Ingersoll, 2001). Once again, 
the statistics for Missouri exceed this figure where only 10% to 30% of teachers in St. 
Louis and Kansas City public and charter schools remain in the profession for eight years 
(Koedel, Ni, Podgursky, & Xiang, 2014). In other words, the rate of turnover for the two 
largest, urban, high-poverty districts in Missouri are as high as 70% to 90%. 
As noted by Carver-Thomas and Darling Hammond (2017), in addition to the 8% 
of teachers who leave the profession each year, about 8% shift schools meaning the 
actual turnover rate nationally is about 16%. Not only are Missouri’s teachers leaving the 
profession at an alarming rate as mentioned previously, many in the state are also moving 
from school to school within the same district or from one district to another at a rate 
higher than the national average. In a 2019 study that investigated stayers, movers, and 
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leavers among Missouri’s teachers, Meyer et al. found that from the 2015-2016 to the 
2016-2017 school year 55,857 (82.1%) of the state’s 68,055 teachers remained in the 
same position, 5,647 (8.3%) were movers, and 6,551 (9.6%) were leavers (Meyer et al., 
2019). For the purposes of that study, a “stayer” was defined as a teacher that remained in 
a classroom teaching position in the same school, a “mover” transferred to a classroom 
teaching position in a different school or district, and a “leaver” took a nonteaching 
position or left the state public school system. This means that 17.9% of all teaching 
positions in Missouri had to be refilled for the 2016-2017 school year as a result of 
movers and leavers. In addition, Meyer et al. (2019) further broke down the stayer 
category and found that 1,477 stayers were assigned to a different grade level even if they 
remained in the same school. If you combine this figure to the movers and leavers, then 
20% of the state’s teachers were not in the same teaching position from one year to the 
next. This number does not even include the number of teachers that were also asked to 
teach a different course or new prep in the same grade level as this figure is often not 
tracked by schools and districts. For instance, a social studies teacher at a high school 
may teach 10th grade World History one year, but may be asked to teach 10th grade 
Advanced Placement World History the next year as a result of differences in enrollment. 
Technically, this teacher is still teaching in the same school and grade level, but the 
course itself has changed. Regardless, and even though this figure is likely higher, 20% 
of teachers not in the same position as the previous year is an astounding statistic when 
you consider that these teachers likely had to learn new standards, curriculum, 
engagement strategies, and classroom procedures, all of which take time, training, and 
resources to master. For further consideration is the academic impact this change likely 
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has on students as research shows that it takes three to five years of teaching the same 
content and grade level to reach teacher mastery (Dillon, 2009; Roberson & Roberson, 
2009). 
To further compound the issue of teacher attrition and mobility is the fact that the 
United States is facing a national teacher shortage that is projected to grow substantially 
in the coming years (Carver-Thomas & Darling-Hammond, 2017). As underscored by 
Sutcher et al.’s (2016) analysis of national data from the School and Staffing Survey, 
Common Core of Data, and Digest of Education Statistics, the United States had a 
national shortage of 64,000 teachers in 2015-2016 and this figure is expected to increase 
five-fold by 2025. From a state perspective, the December 2020 Teacher Shortage Report 
for Missouri found that there are currently 17 areas that are experiencing shortages 
(DESE, 2020). These extend across all subject areas and grade levels from 
Mild/Moderate Cross Categorical K-12 to Mathematics 5-9 to English 9-12. In total, the 
report stated that of the total 71,142 teaching positions in Missouri from the 2019-2020 
school year, the number of unqualified or vacant FTE by content area that represents 5% 
of the total FTE is 3,558 FTE. For the full list of shortage areas, see Appendix A. The 
total breakdown of these shortages is consistent with the national literature in that the 
shortages in Missouri are more pronounced in particular content areas, types of districts 
and schools, and geographic areas (Meyer et al., 2019). 
It is important to note that both teacher attrition and teacher mobility contribute to 
the aforementioned teacher shortages and labor market imbalances. In their analysis of 
this issue, Carver-Thomas and Darling-Hammond (2017) wrote that less than a third of 
national attrition, or teachers leaving the profession, is due to retirement which means 
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that each year schools nationwide must hire tens of thousands of teachers as a result of 
beginning and mid-career teachers leaving the profession. Furthermore, teachers moving 
schools can further exacerbate hiring difficulties and contribute to labor market 
fluctuations because when teachers move schools, even if they stay in the profession, the 
effect on the schools they leave is essentially the same as if they left teaching altogether 
(Carver-Thomas & Darling-Hammond, 2017). 
The reason it is important to consider both of these factors that contribute to 
teacher shortages, and the shortage issue in general, when discussing the value of teacher 
retention is because when attrition and movement occur, schools often respond by hiring 
inexperienced or unqualified teachers, increasing class sizes, or cutting course offerings, 
all of which negatively impact student learning (Carver-Thomas & Darling-Hammond, 
2017). Unfortunately, in Missouri, like elsewhere in the nation, even hiring beginning 
teachers has become more of a challenge as fewer people are entering and completing 
teacher preparation programs. At the national level, since 2010, total enrollment 
nationwide in teacher preparation programs has dropped by approximately 33% at a time 
when the country has seen an increase in enrollment in bachelor’s degree programs over 
the same time period (Partelow, 2019). From a numbers perspective, this means that 
across the country about 340,000 fewer students elected to enroll in teacher preparation 
programs in the 2016-2017 academic year compared with the number of students who 
enrolled in 2008-2009 (Partelow, 2019). Likewise, completion of such programs over the 
same time period plunged by 28% (Partelow, 2019). 
In yet another area regarding public education, Missouri exceeds the national 
average in terms of declining enrollment in teacher preparation programs. As exhibited in 
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the January 2021 Report on Teacher Workforce, 14,1139 students enrolled in such 
programs in 2010 and only 8,214 did so in 2018 (DESE, p.3). This is an incredible drop 
in enrollment of over 41.9% over the eight-year period. Slightly less alarming is that over 
the same time period despite this drastic drop in enrollment, the change in completion 
percentage only dropped by 29% with 3,386 teachers completing programs in 2018 
compared to 4,795 in 2010 (DESE, 2021). Still, these declining enrollment and 
completion figures combined with teacher shortages in Missouri and across the country 
further exemplifies the need for schools and districts to better understand how to retain 
teachers through the use of successful and impactful programs, policies, and practices in 
order to maintain a high-quality teacher workforce. 
Problems Associated with Teacher Attrition 
High rates of attrition and mobility as described above pose numerous problems 
for schools, their districts, and most importantly, their students. From an economic 
standpoint, the National Commission on Teaching & America’s Future estimated that 
teacher attrition costs the nation $7.3 billion annually (Dillon, 2009). For a figure closer 
to home, Borman and Dowling (2008) note that the Alliance for Excellent Education in 
2005 estimated that each case of attrition costs a school system $12,546. To determine 
this figure, the Alliance for Education used the Department of Labor’s estimation that 
attrition costs an employer 30% of the departing employee’s salary and the nationwide 
average teacher salary from the 1999-2000 school year was $41,820. Currently, the 
average teacher salary in Missouri is $51,980 (DESE, 2021), so if the same method is 
applied today, then each case of attrition costs the corresponding school system $15,594. 
This figure is astounding, especially when compared to the 2020-2021 Missouri State 
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Adequacy Target, the amount of money that the state believes it costs to provide one 
student an adequate education, of $6,375.00 (DESE, 2020; Shuls, 2017). When put 
together, this means that every time a teacher in Missouri leaves the profession, the 
corresponding school district loses 2.45 times the amount of money it takes to provide an 
adequate education to one student. This figure is on the conservative range as Carver-
Thomas and Darling-Hammond estimate that it costs urban districts $20,000 or more to 
replace a single teacher (2017). 
Not only does attrition place a financial burden on schools, it also has negative 
impacts on the staff and students that remain. Most notably, high levels of attrition 
negatively impact school climate, learning outcomes, and student achievement (Kelly & 
Northrop, 2015). This is due to the fact that the revolving door of frequent newcomers 
and leavers creates a non-cohesive environment where time and resources have to be 
spent finding and inducting replacements and rebuilding school culture (Schaefer, Long, 
& Clandinin, 2012; Gallant & Riley, 2014). Furthermore, because 63.7% of novice 
teachers in Missouri leave the career within 5 years, and it takes new teachers three to 
seven years to master the complex demands of teaching and learning (Harris & Sass, 
2011; Shuls & Trivitt, 2015), many students in environments of high attrition rarely get 
the benefit of having an experienced teacher (Dillon, 2009; Roberson & Roberson, 2009). 
The experience and quality of teachers has been determined to be extremely important as 
teacher characteristics have consistently accounted for the variance in student 
achievement more so than any other school variable (Borman & Dowling, 2008). The 
problems and issues that stem from teacher attrition are summed up best by Sutcher et. al 
(2016) when they state: 
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Under these circumstances, everyone loses. Student achievement is undermined 
by high rates of teacher turnover and teachers who are inadequately prepared for 
the challenges they face. Schools suffer from continual churn, undermining long-
term improvement efforts. Districts pay the costs of both students’ 
underachievement and teachers’ high attrition. (62) 
Every level of a school district is shaken by teacher attrition and it is even felt at the 
student level as noted by their lack of achievement. 
Causes of Teacher Attrition 
Just as there are a number of problems that are created by high rates of teacher 
attrition, there are also a variety of issues that create the problem of high teacher attrition, 
many of which are felt most by beginning and novice teachers. In his 2001 study that 
controlled for both teacher and school characteristics, Ingersoll found that inadequate 
support from school administration, student discipline issues, limited faculty input and 
autonomy, and to a lesser extent, low salaries, were all linked to high attrition. In fact, of 
the 8% of teachers that leave the profession annually, the majority of them, 55%, cite 
dissatisfaction with some aspect of the job that stems from poor leadership, lack of 
control over teaching, or too much testing pressure with too little support as the reason 
for exiting the profession (Sutcher et al., 2016). These challenges are felt by novice and 
beginning teachers as they lack the intellectual capital, or knowledge that is specific to 
the occupation, that more experienced teachers have which allows them to better manage 
the numerous roles and duties that teachers are expected to fulfill (Borman & Dowling, 
2008). 
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Another reason why it is difficult to retain teachers is because it is considered one 
of the more stressful occupations. As noted by Jennings et al. (2017), a Gallup survey 
conducted in 2014 concluded that 46% of kindergarten through twelfth-grade teachers 
report high daily stress levels during the school year, one of the highest occurrences of 
stress among all occupational groups including nurses (46%) and physicians (45%). 
Furthermore, a 2013 MetLife Survey of American teachers found that the majority of 
those surveyed, 51%, feel great stress at least several days a week (Markow, Macia, & 
Lee, 2013). Once again, this issue tends to effect novice and beginning teachers more as 
the first five years of teaching are the period of the career where teachers report the 
greatest occurrence of stress, emotional exhaustion, and burnout (Kelly & Northrop, 
2015). Other school and district problems that lead to teacher attrition include a lack of 
professional development and growth felt by teachers, feelings of solitude by beginning 
teachers, a negative work-life balance associated with the profession, and a lack of 
educator preparation prior to the first year of full-time teaching (Beltman, Mansfield & 
Price, 2011; Borman & Dowling, 2008; Hobson, 2009; Huling-Austin, 1992). 
Summary 
Across the nation and in Missouri, public schools are facing countless challenges 
as a result of teacher attrition and mobility. The statistics at both the state and national 
levels show the problems have been persistent over at least the last ten years and will 
continue to plague schools, districts, and states at an increasingly alarming rate. The 
literature shows that there are numerous negative implications that stem from teachers 
moving schools or leaving the profession and that there are equally as many reasons why 
teachers do so. 
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Ultimately, in order to fix the problem of teacher attrition, especially for 
beginning and novice teachers, the aforementioned issues that lead to attrition must be 
solved first. While this is certainly a daunting task as the problems are manifold, 
something must be done to address these issues in order to reverse the tide of teacher 
attrition and encourage America’s teachers to continue to work with future generations in 
the classroom. Luckily, there are a number of high retention schools and districts close by 
to which we can turn for advice, suggestions, programs and policies designed to do just 
that. 
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Chapter 1:  Research Question 1 
Rather than follow a traditional format of Methods, Results, Discussion, and 
Conclusion, the remainder of this study will be broken down into distinct levels of 
research based on the four primary research questions. For each of the research questions 
one through three, there will be a separate Methods, Results, and Recommendations and 
Conclusions section specific to that level of research. For each, the Methods section will 
explain the participants and research strategy utilized at that level. Next, the Results 
section will analyze the data that was gathered during that phase of research. To conclude 
each chapter, there is a Recommendations and Conclusion section that provides 
recommendations for programs, policies, and practices that can be employed to increase 
teacher retention. The final research question, who should solve the problem of teacher 
attrition, will be addressed in the Recommendations and Conclusions section that follows 
the chapters designated to each of the previous three questions. 
The remainder of this chapter answers research question 1:  What district-wide 
programs, polices, and strategies do districts with high rates of teacher retention utilize? 
The research in this portion of the dissertation was completed as one of the requirements 
for the Ed.S. degree at UMSL (Flores, 2018) and a version of this analysis has been 
published in the Journal of Educational Leadership and Policy Studies (Shuls & Flores, 
2020).  
Methods 
This descriptive study explores ways in which school districts and principals can 
increase teacher retention within their schools. In doing so, it examines how this can be 
done without a focus or emphasis on increasing salaries. To do this, I conducted semi-
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structured interviews with key personnel at three of Missouri’s top retaining districts. In 
order to narrow the focus of the study to the top districts in the state in regards to teacher 
retention, several parameters were put in place and each district selected had to meet all 
aspects of the criteria. First, the school district had to have more than one hundred full 
time teachers, or FTE. Second, the school district needed to boast a teacher average years 
of experience of over 14.5 years, well above the state average of 12.3 years of 
experience. Because the Missouri Department of Elementary and Secondary Education 
(DESE) does not keep district specific teacher retention data, the average years of 
experience statistic was the main indicator for teacher retention. Essentially, if teachers 
are retained in the district for longer periods of time, then the average years of experience 
should be higher. Third, the school district needed to serve over 4,000 students. Finally, 
the last piece of criteria was that the school district needed to be located in the greater St. 
Louis metropolitan area, as this allowed for direct access and in-person communication to 
take place between the researcher and district personnel. 
Through the analysis of data available from the Missouri Department of 
Elementary and Secondary Education for the 2016-2017 school year, a total of three 
school districts were eligible for the study (Table 1). For a comprehensive list of school 
districts, along with their descriptive statistics, that both did and did not qualify for the 
study, see Appendix B. The first school district selected is located in St. Louis County, 
serves 5,708 students, employs 370.73 full-time teachers, of which 85.4% hold Master’s 
degrees, and has a teacher average years of experience of 15.2. District 2 is located in St. 
Charles County, has a student population of 17,066, taught by 1155.94 full time teachers 
with 82.8% of them holding advanced degrees, and an average years of experience of 
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14.9. The final district is composed of 324.05 full time teachers that have an average of 
14.9 years of experience and serves 4,435 students in St. Louis County. In District 3, 73% 
of teachers hold an advanced degree. 
Table 1 
Descriptive Statistics of Eligible School Districts 
Year District County Teacher FTE 
Master’s 
Degree 
Avg. Years of 
Experience 
2017 #1 St. Louis 370.73 85.4% 15.2 
2017 #2 St. Charles 1,155.94 82.8% 14.9 
2017 #3 St. Louis 324.05 73% 14.9 
2017 Missouri N/A 70,153 58.6% 12.3 
 
Once these districts were identified, I contacted human resources personnel 
(Interim Director of Human Resources, Chief Human Resources Officer, and Assistant 
Superintendent) at each district. The purpose, time demands, and overall research 
procedures were explained to each participant and they all agreed to participate on the 
condition of anonymity.  
Aside from the information publicly available through the Missouri Department 
of Elementary and Secondary Education, the majority of data for this phase of the study 
was obtained through semi-structured interviews with lead human resources personnel at 
each school district. A semi-structured interview is a qualitative method of inquiry that 
combines a pre-determined set of open-ended questions designed to prompt discussion 
with the opportunity for the researcher to explore particular themes or responses further 
(Evaluation Toolbox, 2010). This method of research was chosen because, as noted by 
Cohen and Crabtree (2006), semi-structured interviews provide reliable, comparable, 
qualitative data and the nature of the interview allows informants the freedom to express 
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their views in their own terms. In this case, the purpose of the semi-structured interviews 
was to gain a better understanding of what policies, programs, processes, and lifestyle 
factors each district has in place that human resource specialists feel contributes to their 
high level of success in retaining teachers. For a list of the questions that were asked 
during each interview, see Appendix C. 
Each of the interviews, which lasted approximately thirty minutes apiece, were 
tape-recorded and transcribed verbatim. Then, the transcriptions were analyzed in two 
ways: vertically and horizontally. According to Miles and Huberman (1994), vertical 
analysis refers to analyzing each of the respondent’s interviews separately to uncover the 
main ideas that derived from that conversation. In other words, vertical analysis allowed 
the researcher to determine what policies, programs, and lifestyle factors were important 
to that specific district regarding their success at retaining teachers. This first phase of 
analysis can be found in the Results section. The second type of analysis that was 
conducted was horizontal analysis, or cross-case analysis (Miles & Huberman, 1994). In 
this phase, I looked for recurring themes, regularities, and constants that appeared across 
the interviews to hone in on what factors all districts attributed to their success at 
retaining teachers. It was this second phase of analysis that was key in creating the 
suggestions and recommendations to increase teacher retention that follow in the 
Recommendations and Conclusions section. 
Results 
District 1 
The semi-structured interview with District 1 was held with the Interim Director 
of Human Resources, District Leader 1, at her office in the District Administration 
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Building. Upon vertical analysis of the transcript, the major theme that emerged from the 
interview as the key to district success in retaining teachers is the atmosphere of trust, 
respect, and freedom that the district and individual schools foster and allow their 
teachers. In her words, “Very rarely do we make a decision in this District without 
teacher voice” which makes “teachers, number one, feel heard and feel valued” (personal 
communication, May 22, 2018). One way in which they do this is by having a multitude 
of committees that teachers can not only join and be a part of, but also have the ability to 
lead. In fact, she noted that if there is a particular topic that a teacher is interested in, 
discipline for example, then the teacher has the ability to start and lead that committee 
with support from administration. This means that the teacher has the freedom to start the 
group, conduct research, facilitate meetings and discussions, gather the thoughts and 
input of others, and ultimately share their findings with building level or district level 
administration. Furthermore, she mentioned that the large number of committees is 
important as it allows teachers and their voices to be a part of almost every decision that 
is made at the district level, from salary decisions to curriculum discussions.  
A second perceived cause of higher teacher retention that was uncovered during 
the interview is the amount of administrative support that is provided to teachers. When 
asked if there are specific schools or principals that stand out for their excellence 
retaining teachers, her response was that it is really a district wide culture. In her words, 
“It is really the [District 1] culture to honor the voice, thoughts, and opinions of our 
teachers and honor their experience and trust them to do what they need to in the 
classroom” (personal communication, May 22, 2018). This can be seen in the large 
amount of shared leadership positions that the individual schools and district offer, in 
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which teachers have the ability to work directly with school administration to explore and 
solve problems. Furthermore, the aforementioned quote shows that school administrators 
allow autonomy and individuality to thrive in the classroom. 
Lastly, this culture of trust, respect, and freedom extends into the professional 
development that the district provides. The district tries to have “teachers teach teachers” 
as often as possible (personal communication, May 22, 2018). In other words, the district 
likes to allow teachers to facilitate and decide professional development topics because 
teachers are the ones that are closest to the students, have the best understanding of the 
classroom, know the areas in which they would like to grow, and are aware of what they 
would like to know more about (personal communication, May 22, 2018). 
Other aspects that contribute to District 1’s success in retaining teachers 
according to District Leader 1, include community support for the district and teachers, a 
strong work-life balance amongst staff, a policy that allows the children of district 
employees that live outside of school boundaries to attend schools in the district, and an 
emphasis on professional development. 
District 2 
The interview with the Chief Human Resources Officer, whom we will call 
District Leader 2, of District 2 took place on May 23, 2018 at her office in the 
Administration Building. Like District 1, teacher retention was not a specific focus of 
District 2 in that there have not been any specific policies or programs put in place in the 
last five years aimed at raising teacher retention, but it is a topic that is monitored. Upon 
review of the interview, much of their success in retaining teachers is attributed to the 
strong emphasis the district places on growing their teachers via a thoughtful professional 
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development (PD) platform, major components of which include a new-hire induction 
program, a two-tiered mentor system, and a LEAP program for aspiring administrators. 
In charge of this platform is a full-time Director of Adult Learning that focuses on 
professional development throughout the year. 
The first facet of the PD program that boosts teacher retention is a new-hire 
induction program. In order to orient new hires to the district culture and systems, all 
newly hired teachers attend a five-day teacher orientation program. During this time, new 
hires attend a variety of sessions on topics such as instructional best practices, building 
relationships with students, exploring the district teacher evaluation tool, and much more 
to help new staff feel comfortable, supported, and valued by the district even before 
setting foot in the classroom. 
A second component of the overall PD package is a two-tiered mentor system in 
which all first and second year teachers are paired with an instructional mentor as well as 
a job-alike mentor. The role of the instructional mentor is to form a non-evaluative 
relationship and to visit the less experienced teacher several times throughout the year to 
provide both instructional and emotional support. In this sense, the instructional mentor, 
who may not be at the same school but is a master of the assigned curriculum, is there to 
answer any questions the new teacher may have and to provide valuable insight and 
expertise on topics such as best practices, lesson design, strategies to engage learners, and 
classroom management strategies. In order to support both the new teacher and their 
mentor and to ensure that these conversations and meetings take place, the district builds 
early release days into the schedule throughout the year specifically to strengthen this 
partnership. 
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The second mentor, the job-alike mentor, is someone that is housed in the new 
teacher’s home school that meets with him on a weekly or bi-weekly basis to acclimate 
him to the district and, more specifically, to their new school. Essentially, the role of this 
mentor is to help the new-hire build and support relationships and become more 
comfortable within their assigned school and community. This extra layer of support at 
the school level plays a key role in helping new teachers tackle the many challenges that 
are associated with the early years of teaching. 
Not only do first and second year teachers get mentors, but new-hires to the 
district that have three or more years of teaching experience are also assigned a mentor in 
the form of a “buddy teacher.”  Like the job-alike mentor for less experienced teachers, 
the role of the “buddy teacher” is to help the new-hire get acquainted with their new 
school environment and to better understand the district culture. Less support is provided 
for more experienced newcomers to the district because they likely do not have the same 
needs that beginning teachers do. Again, the district supports this relationship by 
providing a half-day of release for both parties to meet. 
The last facet of the PD program, the LEAP program, is for teachers who are 
aspiring to be administrators in the future. Participants in this program receive training 
and professional development specifically designed to prepare teachers for a career as an 
administrator. In the interview, District Leader 2 noted that this program plays an integral 
role in helping to retain teachers that are looking to advance their careers and grow into 
an administrative role in the future. 
Aside from the PD program, District Leader 2 also attributed her district’s success 
in retaining teachers to the strength of building-level leadership; the positive culture, 
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climate, and community feel of their schools; the district’s strong salary and benefits 
package; and a successful partnership between the schools, district, community, and local 
colleges and universities. 
District 3 
For District 3, I interviewed the Assistant Superintendent, District Leader 3, at her 
office in the Central Administration Building. As with both of the other districts that are 
included in this portion of the study, District 3 does not specifically focus on teacher 
attrition as a major problem and has not put in place any recent programs or initiatives to 
address this issue. Upon vertical analysis of the interview, District Leader 3 attributed 
much of her district’s success in teacher retention to the support that the district provides 
its teachers. In this sense, the term “support” was used in a variety of contexts that will be 
explored further. 
First, “support” was used to describe the atmosphere of collegiality and care that 
district level and building level leadership strive to create. From the very outset of the 
hiring process, the district shows its teachers that “We are a family and we are all here for 
the same mission and vision” (personal communication, May 29, 2018). The district does 
this by first having a rigorous hiring process that puts prospective teachers through 
multiple channels to make sure they are the best fit for children. In doing so, the district 
looks for people “to stretch [the district] and to break [the district’s] imagination” and 
asks new teachers to “bring their gifts, their talent, and provide the district with 
something new” (personal communication, May 29, 2018). In short, the district upholds 
its caring, collegial, and positive culture by seeking out and hiring candidates that have 
the same values, mission, and drive as the district. Once teachers have been hired, they 
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are treated as professionals whose opinions and professional judgement are not only 
valued, but sought out. Like District 1, this can be seen in the large amount of teacher led 
and teacher driven committees that the district has that helps make decisions regarding 
everything from calendars, to finances, to curriculum. According to District Leader 3, 
“Committees have a lot of voice which helps people to see that they are not just a teacher, 
but they are also actually a part of the decision-making process of the district” (personal 
communication, May 29, 2018). To add to this sense of teacher voice is the fact that all 
committees have representatives from all schools in the district so that all buildings have 
a say in decisions that are being made at the district level. 
A second factor that adds to this atmosphere of collegiality and support is the 
district’s belief in seeing all staff members as equals, regardless of their position or 
standing in the district or community. To attest to this, District Leader 3 noted that 
everyone is on a first name basis regardless of the titles or degrees that they have earned 
(personal communication, May 29, 2018). In her words, “It is part of the district lifestyle 
that when we are problem solving, everybody is on the same playing field” and that if 
someone has a great idea, then it is implemented without concern for who came up with it 
or who will get the credit (personal communication, May 29, 2018). 
Another type of support that was mentioned that helps retention is the district’s 
strong benefits package and tuition reimbursement program that extends beyond just 
teachers to all staff. The tuition reimbursement program is designed to encourage 
teachers to further their education and grow as professionals with the district there to 
support them. The district does this by reimbursing each employee 50% of their tuition 
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costs of up to $1,500 per year. To show the district’s commitment to this program, each 
year $60,000 from the overall budget is set aside specifically for this program. 
The third context in which the idea of support arose was in supporting teacher 
growth through a new teacher induction program and a personalized system of 
professional development (PD). All new hires to the district undergo a multi-day 
induction process to help them better understand the district culture, mission, vision, and 
processes. According to District Leader 3, this new-hire induction program is crucial to 
acclimating new-hires to their new roles and helping them feel welcomed, supported, and 
ready to do what is best for children (personal communication, May 29, 2018). Likewise, 
the PD system is centered around supporting the individual and helping them grow as 
people and professionals. To this end, the district hosts an Education Camp each year 
where teachers have the ability to sign up for PD sessions that they feel are the most 
relevant, meaningful, helpful, or interesting to them and their role in the education 
process. The district lists all available Education Camp courses and sessions online, and 
teachers can personalize their selections to meet their needs after reviewing all available 
options. This system and design is purposeful and ensures that the district is not 
providing one-size-fits-all professional development and upholds the district’s emphasis 
on supporting the growth of all individuals. 
Other factors that were discussed that contribute to teacher retention were positive 
school cultures, a strong partnership with the community, and learner centered 
environments. Like the other two districts, the main reasons that teachers leave the 
district are attributed to retirement, transitioning into administrative roles in other 
districts, and family matters related to relocation or child care. 
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Recommendations and Conclusions 
Horizontal analysis of the three interviews revealed several common programs, 
policies, and values that combine to boost the teacher retention of each district, each of 
which will be explored further. These include having a supportive administration; a 
culture of trust, openness, and academic freedom; a personalized professional 
development program; an induction program which includes mentorship for new and 
beginning teachers; and a leadership training program. 
Supportive Administration 
One theme that was consistent across each school district was the idea that each 
school building is led by supportive leaders or administrative teams. For instance, the 
Interim Human Resources Director from District 1 noted that building principals have 
power and control over school culture and those in her district work hard to allow teacher 
voice and shared leadership positions to support all staff members (personal 
communication, May 22, 2018). Similarly, the Chief Human Resources Officer at District 
2 attributed the positive culture that persists at many buildings in her district to the work 
that administrators put in to nurture and support their teachers (personal communication, 
May 23, 2018). Echoing this sentiment was the Assistant Superintendent from District 3 
when she noted that principals in her district are largely responsible for upholding 
positive school cultures and learning environments that are shaped by collegiality and a 
commitment from all staff members to do what is best for children (personal 
communication, May 29, 2018). 
This finding is consistent with much of the literature as numerous studies cite the 
importance of supportive administration in retaining teachers. As noted by Boyd, 
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Lankford, Loeb, Rockoff, and Wyckoff (2008), principals play a strong role in retention 
by providing recognition and support to teachers, working with staff members to meet 
curriculum standards, and encouraging professional collaboration. Furthermore, Flores 
and Day (2006), found that teachers who taught in schools where there was supportive, 
informative, and encouraging leadership were more likely to reveal positive attitudes 
towards teaching, something that has been proven to lead teachers to remain in the field 
longer. Lastly, Ronfeldt and McQueen (2017), in their analysis of three separate waves of 
first-year teachers, found that receiving support from leadership reduced the odds of a 
teacher leaving their position by approximately 47%. This notion was particularly 
powerful in teachers that received this support in their first year of teaching as it reduced 
the odds of them leaving over the next five years by between 51% and 58% (Ronfeldt & 
McQueen, 2017). 
School leaders can provide support to new and beginning teachers by first 
understanding the issues novice first-year teachers encounter as they assimilate into the 
work of the school (Roberson & Roberson, 2009). As cited by Roberson and Roberson 
(2009), McCann and Johannesen (2004) identified that novice teachers have five major 
concerns in their first year of teaching that include relationships (with students, parents, 
colleagues, leadership), time management and workload, understanding of curriculum, 
proper evaluation and grading, and issues of autonomy and control. Because of this, 
supportive principals are those that are prepared to address these issues and that take the 
time, or make the time, to help new teachers navigate these challenging waters. 
Second, in order to support new teachers, administrators must understand the 
expectations inexperienced teachers have of principals and their new colleagues 
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(Roberson & Roberson, 2009). In their work on beginning teacher induction programs 
and the role of principals, Brock and Grady (1998) noted three major expectations novice 
teachers have for principals which include communication of the criteria for effective 
teaching, the importance of communication with the principal during times of need, and 
the importance of classroom visits, feedback, and affirmation. In other words, the school 
leader needs to understand that they are the main person to whom novice teachers go for 
support, encouragement, and assistance (Roberson & Roberson, 2008). 
A third way that administrators can support novice teachers is by developing and 
implementing strategies that meet their needs and help them cope with the 
aforementioned issues that most beginning teachers have. Huling and Austin (1992), as 
cited by Roberson and Roberson (2009), offer several suggestions for working with 
novice teachers which include giving them one teaching assignment to allow them to 
learn the specific curricular content and refine lesson plans, assigning new teachers to the 
content they know best, placing the new teacher with a mentor teacher that is in the same 
department to increase team relationships and understanding of instructional strategies, 
providing new teachers with opportunities to be observed and to observe others, and 
avoiding assigning novice teachers to outside roles or extracurricular responsibilities so 
they can focus their attention on their classroom. 
A final way that principals can support beginning teachers is by creating a 
collaborative environment where novice teachers have the ability to work with, observe, 
and learn from more experienced teachers. According to Roberson and Roberson (2009), 
the critical factor in novice first-year teacher success is the principal and the connections 
to master teachers and supportive colleagues that the principal develops on the part of 
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novice teachers. Part of this environment should include a common planning time or 
collaboration time with other teachers in the same department as this has been shown to 
decrease the odds of leaving the profession by about 40% (Ronfeldt & McQueen, 2017). 
While today’s administrators and school leaders are faced with countless roles, 
responsibilities, and duties, supporting novice and beginning teachers is something that 
simply cannot be overlooked if teacher attrition is to be slowed. As Sutcher, Darling-
Hammond, and Carver-Thomas (2016) state in one of the largest teacher attrition studies 
to date: 
The single most predictive workplace condition (that leads to attrition) was 
whether teachers reported lacking administrative support. When teachers strongly 
disagree that their administrator encourages and acknowledges staff, 
communicates a clear vision, and generally runs a school well, turnover rates for 
movers and leavers jump to nearly one in four, more than double the rate of those 
who feel their administrators are supportive. (51) 
Culture of Trust, Openness, and Academic Freedom 
Teacher retention can by bolstered by schools and their leaders developing a 
culture of trust, openness, and academic freedom in which teachers are respected and 
valued both inside and outside of the classroom. A key component of this is allowing 
teacher voice to resonate by being both heard and influential in the decision-making 
process. As noted by Ingersoll (2001), schools with higher levels of faculty-decision 
making, influence, and autonomy have reduced levels of teacher attrition, so much so that 
a one-unit difference on a six-unit scale is associated with a 26% difference in the odds of 
whether or not a teacher leaves the school. Adding to this is Dillon (2009) who explains 
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that the majority of teachers want input on what happens both in their classroom and at 
the school level, but are unfortunately often left out of making key decisions centered 
around topics like student tracking, curriculum standards, discipline policies, and 
professional development opportunities.  
One way in which all three of the top teacher retaining districts that were studied 
for this level of research create these cultures is by having an abundance of building and 
district level committees for teachers to be a part of and even lead. More importantly, 
each district leader mentioned that not only are there a variety of committees for teachers 
to join on a wide range of topics, but the committees’ voice and opinions play a key role 
in making district-level decisions. For instance, the representative from District 1 stated 
that her district as a whole rarely makes a decision without teacher voice (personal 
communication, May 22, 2018). She acknowledged that this occasionally slows down the 
decision-making process, but is worth it because it allows the central office “to glean 
from the expertise of teachers what is really going on in the classroom” and “allows 
teachers to feel heard and valued” (personal communication, May 22, 2018). Similarly, 
the Assistant Superintendent from District 3 explained that committees in her district 
have a lot of voice and that during problem-solving and the decision-making process at 
the district level, it is imperative that there is a representative from each school present so 
that voices from all buildings are heard (personal communication, May 29, 2018). 
Furthermore, she added that when the district is problem solving, “everybody is on the 
same playing field” which means that “if they [the committee] have a great suggestion, 
then we implement it. It is just that simple” (personal communication, May 29, 2018). 
This builds a district-wide culture of trust and collaboration because teachers know and 
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feel as though they were a part of the decision-making process and that the district truly 
values their thoughts and input. Along the same vein, the Chief Human Resources Officer 
from District 2 noted that a major reason why teachers remain in her district so long is 
because of the open communication across that district and that teachers have “the ability 
to have a say in committees and participate in shared decision-making” (personal 
communication, May 23, 2018). 
A second way that these top retaining districts generate a culture of trust, 
openness, and academic freedom is by allowing teacher autonomy in the classroom with 
the backing of a supportive, rather than authoritative, administration. This sense of 
academic freedom is important, because many teachers, especially early in their careers, 
see themselves as vehicles of change that are going to help fix the education system 
(Gallant & Riley, 2014). According to Gallant and Riley (2014) in their study of nine 
beginning teachers who left the classroom within five years of entering the field, common 
obstacles that new teachers face include the inability to develop new pedagogies and a 
stifled sense of creativity or innovation. Furthermore, several of the teachers were placed 
in schools where they felt there was too much focus placed on raising student test scores 
which prevented them from having time for other educational activities and led to a 
perceived over-emphasis on uniformity and conformity (Gallant and Riley, 2014). 
Ultimately, these challenges led the teachers that were being studied to feel obstructed 
and unsuccessful in their work with their students, which led them to an early exit from 
the career. 
Conversely, each of the three districts with strong teacher retention described an 
opposite culture in each of their schools and districts and cited a culture of trust, 
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openness, and academic freedom as one of the main reasons why teachers stay. When 
asked about the number one factor that leads teachers to stay in her district, the Interim 
Human Resources Officer from District 1 responded with “the autonomy that teachers are 
allowed in the classroom” (personal communication, May 22, 2018). Furthermore, she 
added that her district allows teachers more flexibility to make education better for their 
students and to gauge their needs (personal communication, May 22, 2018). Ultimately, 
this creates a culture that honors the voice, thoughts, and opinions of teachers while 
simultaneously trusting them to do what is best for their students.  
Developing and maintaining this type of culture is also important to District 2 
which monitors the culture and climate within their schools by surveying all teachers 
yearly. This survey asks teachers to rate phrases such as: I take pride in working in my 
school; I have high expectations for student learning; and There are open channels of 
communication at my school. Then, the data are analyzed by the Human Resources 
Department to understand the culture and climate of each school and the district as a 
whole. If changes need to be made or policies reviewed after the results have been 
analyzed, then the district does not shy away from doing so.  
Lastly, these similar sentiments were echoed by the Assistant Superintendent of 
District 3 who described the collegial atmosphere of her district as one in which teachers 
want to stay because not only are their voices heard and taken into consideration, but they 
are also valued and treated as professionals (personal communication, May 29, 2018). To 
this end, when asked for major reasons why teachers stay in the district, her response 
was:  
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Honestly, it is the result that people get here and they appreciate how they are 
treated as a professional and who they are as a professional is valued. We don’t 
give lesson plans [to teachers] and say ‘Do this, do that.’ We [the district] are not 
majoring in the minor. We hire you for your professional judgment, we hired you 
to teach kids and it is that simple. (personal communication, May 29, 2018) 
Personalized Professional Development Plan 
A third theme that emerged from all three interviews was that each district offers 
its teachers a professional development program that focuses on personal growth and 
individualized areas of need rather than a one-size-fits-all approach. In other words, each 
district allows teacher voice to be heard when deciding what types of professional 
development to offer and even allows teachers to attend the sessions that best fit their 
needs. For instance, District 1 makes sure to include teacher input in deciding which 
types of professional development to offer their staff and in what ways. In doing so, the 
district understands that the teachers are the ones doing the teaching and are thus more 
aware of their needs as they relate to instruction and behavior management than central 
office is. Furthermore, teachers in District 1 are also encouraged to lead professional 
development sessions so that “teachers are learning from teachers” (personal 
communication, May 22, 2018). Grier and Holcombe (2008) note that teachers are more 
willing to engage and support the professional development and improvement process if 
they are tasked with helping create it. Also, the writers suggest that schools and districts 
offer multiple options professional development options that differentiate for age, 
experience level, competence, and content knowledge so that all teachers are able to 
better connect with the professional development process and find something that fits 
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their needs and encouraged their own personal growth (Grier and Holcombe, 2008). 
Again, this is something that all districts studied make a priority in the design of their 
professional development programs. 
Similarly, Districts 2 and 3 allow their teachers the opportunity to build their own 
professional development program by selecting which types and topics of professional 
development they would like to receive. District 3 refers to their professional 
development program as an Education Camp in which teachers voice their needs for the 
types of courses they would like to see offered and have the freedom to select the options 
that will allow for the most personal growth and best meet their needs. This trend was 
echoed by District 2 in which the Chief Human Resources Officer attributed the focus on 
individual and professional growth as the number one reason why teachers stay in her 
district. In her words, “It is the district focus on professional development and how we 
grow teachers and their professional careers” that keeps teachers in her district for longer 
than the state average (personal communication, May 23, 2018). As Grier and Holcombe 
(2008) note, a one-size-fits-all approach to professional development does not work, and 
these top retaining districts certainly uphold this concept to keep teachers engaged, 
encouraged, growing as professionals, and most importantly, as valuable members of 
their district. 
New or Beginning Teacher Induction Program 
Another common factor that all three districts share and feel is integral to their 
ability to retain teachers is a new teacher orientation or induction program. As noted by 
Sutcher et al. (2016), beginning teachers who participate in induction programs are better 
able to keep students on task and focused, design functional lesson plans, utilize effective 
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questioning techniques, differentiate classroom activities to meet the needs of various 
learners, maintain a positive classroom atmosphere, and successfully manage a 
classroom. These factors combine to ultimately make beginning teachers feel more 
successful and have a higher sense of self-efficacy, which leads to greater job 
satisfaction, one of the key indicators of retention. In turn, this works to help beginning 
teachers offset the stress and fatigue that comes with being new to the job and 
discourages teacher from leaving the profession (Hobson, 2009). In fact, in their study of 
new and beginning teachers, Ronfeldt and McQueen (2017) found a new teacher 
attending a beginner’s seminar decreases the odds of them leaving at the end of the year 
by between 49% and 58%. Furthermore, if a new teacher attends this seminar in their first 
year of teaching, it decreases the odds of them leaving in the first five years by 41% 
(Ronfeldt and McQueen, 2017). Based on this knowledge, if teacher retention is an issue, 
then a district should design and implement an induction program that models the ones 
from the three districts studied. 
In their mandatory induction programs that last multiple days before the start of 
the school year, District 2 and District 3 acclimate all new teachers to their respective 
districts’ culture, mission, vision, values, and systems. Both use this time to familiarize 
the new teacher with how the district functions, the roles of teachers and administration, 
and how to successfully reach each student. Both human resources professionals 
mentioned in their interviews that doing so leads new teachers to feel more comfortable 
and supported in their new roles before the school year even starts. Furthermore, through 
these initial trainings, teachers become more familiar with their home schools and 
environments, learn who to go to for what, and develop lasting and supportive 
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relationships that help them navigate their first year in the district. In short, these 
induction programs set new teachers up for success by bringing them into the culture of 
the district and school and familiarizing them with their new roles and settings. 
A key component of the induction programs that each district provides beginning 
or novice teachers is a teacher mentor. In District 1, the new-teacher mentor is 
responsible for attending a training to better understand their role and then for completing 
a variety of tasks throughout each quarter of the school year with their assigned new-
teacher. These tasks that are to be completed with the beginning teacher include attending 
a new-teacher meeting with the building principal, reviewing building procedures and 
policies, conferencing at least once a month, and to observe, monitor, and assist the new 
teacher as needs arise. A similar process is undertaken in District 2 as described 
previously in the Results section. In that district, beginning teachers are assigned an 
instructional mentor that is a curriculum expert and provides instructional support as well 
as a job-alike mentor that is based in the new teacher’s home school and provides more 
day-to-day support. This two-tiered system works to provide multiple levels of support to 
beginning teachers. 
Well-designed teacher mentoring programs like that have been found to improve 
retention rates for new teachers, as well as their attitudes, feelings of efficacy, job 
satisfaction, classroom management, time management, problem-solving, and 
instructional skills (Sutcher et al., 2016; Hobson, 2009). Also, Ronfeldt and McQueen 
(2017) found that having a mentor teacher reduced the odds of a first-year teacher leaving 
the classroom at the end of the year by 35% to 50% and by 32% throughout the first five 
years of teaching. Not all mentor programs are created equal, however, which means that 
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not all induction or mentor programs are as successful in retaining teachers. With that in 
mind, Sutcher et al. (2016) offer three suggestions for designing effective mentor 
programs. First, mentor teachers should be in the same subject or content area as the 
beginning teacher. This allows novice and mentor teachers to have more frequent and 
meaningful interactions and allows for increased opportunities for observation and 
problem-solving centered around a similar set of standards and curriculum (Roberson and 
Roberson, 2009). Second, mentors should receive formal training, as they do in all 
districts studied, to better understand the needs of new teachers, learn how to engage in 
productive and meaningful observations and conversations, and understand how to 
formulate and maintain non-evaluative relationships based on support and trust. Last, 
districts or schools need to provide paid release time for both parties to meet, observe one 
another teaching, and engage in productive conversations (Sutcher et al., 2016). With all 
the regular duties teachers face and the large amount of work that is required outside of 
school hours, paid release time helps to ensure that meetings do in fact take place and 
support is offered. 
Leadership Training Program 
One final suggestion to improve teacher retention of a school or district that was 
gleaned from the three interviews is to create and implement a Leadership Training 
Program for teachers who are looking to advance their careers. All three districts cited a 
correlation between teacher retention and the retention of building leaders as each district 
also exceeds the state average in terms of administrator retention. For instance, District 1 
boasts an average administrator retention of 22 years. As such, all three district officials 
mentioned one of the most common reasons teachers leave is because they are looking to 
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advance their careers and move into an administrative role and there are rarely 
administrator openings in their district. As a result, teachers looking to move into 
administration have to leave and take a leadership position in another district. When 
asked, “If there were one thing that you could do that you are not currently doing to keep 
teachers in the district, what would that be?” both District 1 and District 3 responded with 
creating a progressive administrator program. As noted by the Assistant Superintendent 
of District 3, the district “has to figure out how to bridge the gap between the teacher who 
wants to be an administrator and a lack of administrative positions” (personal 
communication, May 29, 2018). The Interim Director of Human Resources from District 
1 added that her district needs to “find a way to satiate their [teachers looking for 
administrative or leadership roles] need for growth through leadership opportunities that 
don’t necessarily mean they are going to have to leave the district or leave the classroom 
in order to find such opportunities” (personal communication, May 22, 2018). As 
evidence that leadership training programs help keep teachers in a district, in the 
interview with District 2, the Chief Human Resources Officer referenced their LEAP 
(leadership training program) as a powerful tool that encourages teachers looking to be 
leaders to stay in the district longer as they are receiving administrator specific 
professional development to be better prepared for an administrative position in the future 
(personal communication, May 23, 2018). 
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Chapter 2:  Research Question 2 
The following section sought the input of building level leaders to answer 
research question 2, What strategies for increasing teacher retention are recommended by 
building administrators? 
Methods 
To answer the second research question, semi-structured interviews were 
conducted with building leaders to provide further insight into district level practices, 
programs and policies that impact teacher retention as well as to provide information 
specific to individual school buildings within each district. Initially, several parameters 
were put in place to provide consistency across the three levels of research in order to 
triangulate the data from only the three previously identified districts. First, the building 
leader needed to be employed in one of the same three school districts from the first level 
of research. Second, as head principals are tasked with overseeing and managing all 
aspects of a school, they were the main target for the interviews because of their in-depth 
knowledge of their campus and its practices. These two parameters led to a field of 36 
potential interview candidates. Third, the field of principals was narrowed down to those 
that have served in their current role as building principal for at least three years as this 
would allow them to better understand the nature and impact of teacher attrition and 
retention at their school. This knowledge would have been developed over the three-plus 
year period in which they led and underwent the staffing process. 
Based on these criteria, a total of 15 building principals were targeted to 
participate in the study. Using district websites and school homepages, email addresses 
and phone numbers were acquired for all candidates. Each candidate received three 
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emails and at least one phone call over the course of a three-month period to request their 
participation in the study and to schedule a 30-minute semi-structured interview. After 
this three-month period and repeated attempts at contact, only six principals responded 
and agreed to engage in an interview. This low response rate was likely the result of the 
study taking place in 2021 while building leaders and school districts grappled with the 
effects of the COVID 19 pandemic. 
In order to increase the sample size of the study, the three-year requirement for 
building principals was removed which led to two additional interviews. Furthermore, the 
school district requirement was lifted and four more school districts, see Table 2, in the 
St. Louis area were identified as meeting or exceeding the state average in teacher 
retention. The first additional school district, District 4, is located in St. Louis county, has 
a student population of 20,964 students (DESE, 2020), employed 1,477.22 full time 
teachers during the 2018-2019 school year (NCES, 2021), boasts an impressive advanced 
degree rate of 90.8% (DESE, 2020), and has a teacher average years of experience of 
14.2 (DESE, 2020). School District 5 is located in St. Charles County, employed 
1,382.95 full time teachers to teach 17,800 students in the 2018-2019 academic year 
(NCES, 2021), and has a teacher average years of experience of 13.7 of which 74.1% of 
them hold a Master’s Degree or higher (DESE, 2020). The third additional school district, 
District 6, provided an education to 3,126 students across three counties who were taught 
by 219.24 full time teachers in 2018-2019 (NCES, 2021). Seventy one percent of the 
teachers in the school district in 2020 held an advanced degree and the district has an 
average years of teacher experience of 13.8 (DESE, 2021). The last additional school 
district that was included in the study, District 7, employed 112.85 full time teachers in 
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the 2018-2019 school year to teach 1,534 students in St. Louis county (NCES, 2021). 
Teachers in the district have an average years of experience of 13 and 78.2% of them 
hold an advanced degree (DESE, 2020).  
Table 2 
Descriptive Statistics of Additional School Districts 
District County Teacher FTE Master’s Degree 
Avg. Years of 
Experience 
#4 St. Louis 1,477.22 90.8% 14.2 
#5 St. Charles 1,382.95 74.1% 13.7 
#6 
St. Louis, Franklin, 
Jefferson 
219.24 71.1% 13.8 
#7 St. Louis 112.85 78.2% 13 
Missouri N/A 69.849 61.9% 13 
Note. Teacher FTE is based on the 2018-2019 Academic Year and accessed from the National Center for Education Statistics’ 
Common Core of Data System. Master’s Degree and Avg. Years of Experience column are based on the year 2020 data obtained from 
the Missouri Department of Elementary and Secondary Education’s Missouri Comprehensive Data System. 
As a result of the inclusion of these four school districts, six additional building 
leaders participated in the study for a total of 12 participants. Of the twelve participants, 
two were from District 1, two were from District 2, two belong to District 3, one each are 
a part of Districts 4, 5, and 6, and the remaining three building leaders oversee schools in 
District 7. In total, three building leaders head an elementary school, six oversee a middle 
school, and three manage a high school. For a further breakdown of the schools by 
district, grade levels served, FTE, number of students, advanced degrees of staff, and 
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Table 3 
Building Level Descriptive Statistics 






1 1 K-5 521 31 73.2% 12.9 
2 1 6-8 669 45.47 90.2% 18 
3 2 6-8 718 47.3 84.6% 14.9 
4 2 9-12 1,667 96.08 84% 16.5 
5 3 K-5 418 28.98 85.4% 13.5 
6 3 7-8 707 51.33 88.8% 15.4 
7 4 9-12 1,692 117.11 81.5% 14.4 
8 5 6-8 885 74.7 69.5% 14.5 
9 6 7-8 241 17.55 65.2% 13.8 
10 7 3-6 471 33.5 70% 9.8 
11 7 7-8 210 15.58 76.1% 12.3 
12 7 9-12 348 29.47 84.2% 16.2 
MO N/A K-12 879,845 69,849 61.9% 13 
Note. Teacher FTE is based on the 2018-2019 Academic Year and accessed from the National Center for Education Statistics’ 
Common Core of Data system (https://nces.ed.gov/ccd/schoolsearch/index.asp). Master’s Degree and Avg. Years of Experience 
column are based on the year 2020 data obtained from the Missouri Department of Elementary and Secondary Education’s Missouri 
Comprehensive Data System (https://apps.dese.mo.gov/MCDS/home.aspx). 
 In terms of teacher retention, each of the seven school districts have met or 
exceeded the state average for the 2020 school year in average years of teacher 
experience. In fact, from a historical perspective, over the last 11 years going back to the 
2009-2010 school year, Districts 1, 2, 3, and 4 have met or exceeded the Missouri 
average every single year (DESE, 2021). Furthermore, over that same time frame, 
Districts 5 and 6 beat the state average seven out of 11 years. For District 5, the last time 
they failed to meet this mark was in 2014 and for District 6 the last time they were below 
the state average was in 2013. In all, when added together, the districts that had building 
representatives participate in the study met or exceeded the state average years of teacher 
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experience 59 out of 77 times. For a historical trend of each district’s average years of 
teacher experience, see Figure 1. 
Figure 1 
District Average Years of Teacher Experience 
 
Note. Average years of teacher experience is a proxy for years of experience for professional staff. 
Source:  The Department of Elementary and Secondary Education. State of Missouri. Missouri State Comprehensive Data System. 
District Report Card: (10) Years of Experience of Professional Staff. Accessed February 15, 2021. 
 
 From a building standpoint, Schools 1, 2, 3, 4, 5, 6 and 8 met or exceeded the 
Missouri state average years of teacher experience every academic year from 2010 to 
2020. School 7 missed only one year, 2010, while School 9 met or exceeded the state 
average six of the past eleven years. School 12 has met or surpassed the state mark for the 
previous seven years and last failed to meet the state average in 2013. Finally, of all 12 
schools that had building leaders participate in the study, only two, Schools 10 and 11, 
failed to meet or exceed the state average since 2010. In all, this means that of the 132 
total years of data used for this study, a building failed to meet or exceed the Missouri 
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average years of teacher experience only 32 times. These data are displayed in Figure 2 
below. 
Figure 2 
Building Average Years of Teacher Experience 
 
Note. Average years of teacher experience is a proxy for years of experience for professional staff. 
Source:  The Department of Elementary and Secondary Education. State of Missouri. Missouri State Comprehensive Data System. 
Building Report Card: (10) Years of Experience of Professional Staff. Accessed February 15, 2021. 
Aside from the information publicly available through the Missouri Department 
of Elementary and Secondary Education, the majority of data for research question two 
was obtained through semi-structured interviews with building leaders at each school. 
The same rationale for using semi-structured interviews during the first phase of research 
was applied to this second level of research as well. In this case, the purpose of the semi-
structured interviews was to not only gain a better understanding of district level policies, 
programs, processes, and lifestyle factors that contribute to teacher retention, but to also 
gain insight into building specific policies, programs, practices, and lifestyle factors as 
well. For a list of the questions that were asked during each interview, see Appendix D. 
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Each of the interviews, which lasted approximately thirty minutes apiece, were 
conducted via Zoom video conference and recorded with the permission of the 
interviewee. Each recording was watched at a later date and transcribed. The 
aforementioned methods of horizontal and vertical analysis were applied to the 
transcriptions in order to isolate and determine themes. The vertical analysis helped 
determine what policies, programs, and lifestyle factors were important to that specific 
district and building regarding their success at retaining teachers. The horizontal analysis, 
or cross-case analysis, (Miles & Huberman, 1994) uncovered themes, regularities, and 
constants that appeared across the interviews to identify consistent factors across 
buildings that contribute to their success at retaining teachers. Both phases of analysis 
were key in creating the suggestions and recommendations to increase teacher retention 
that follow in the Recommendations and Conclusions section for research question 2. 
Results 
To begin each of the interviews with building level leaders, every building leader 
answered basic demographic questions to provide insight into their background and 
current position. These questions included their total years in education, years at both the 
teacher and administrative levels, and the amount of years they have been in their current 
position and in their current school district. The results of this line of questioning can be 
found in Table 4 and represented graphically in Figure 3. 
Table 4 












BL 1 16.5 2.5 14 5 5 
BL 2 28 8 20 12 20 
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BL 3 27 7 20 6 27 
BL 4 20 5 15 3 3 
BL 5 32 17 15 6 10 
BL 6 13 8 5 1 1 
BL 7 27 14 13 10 27 
BL 8 18 7 11 2 2 
BL 9 13 11 2 2 2 
BL 10 12 7 10 1 1 
BL 11 22 3 1 8 9 
BL 12 26 10 16 12 12 
Total 254.5 99.5 142 68 119 
Average 21.2 8.3 11.8 5.7 9.9 
Note. All measurements in Years. All data was obtained through personal communication with each building leader. 
Figure 3 
Building Leader Experience 
 
 
In terms of their current positions, Building Leader 2 and Building Leader 12 are 
the longest tenured, as each have served as a building leader in their current school for 12 
years. Building Leader 7 has spent the third longest amount of time in their current 
position at 10 years. From there, four of the nine remaining leaders have served in their 
current role for the last five to nine years. In all, seven of 12 building leaders interviewed 
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have been in their current position for at least five years with the average being 5.66 
years in their current position. Lastly, when reviewing length of time in their current 
school districts, Building Leaders 3 and 7 have both been employed for the entirety of 
their 27-year careers in the same district. Building Leader 2 comes in third having served 
the last 20 years in his current district, all at the same school as a building administrator. 
The shortest length of time spent in their current school or district is by Building Leaders 
6 and 10 who are each in their first year at their respective schools and districts. With that 
being said, however, both have served as building leaders in other high retaining schools 
that did not participate in this current study. In fact, Building Leader 10 is in their first 
year in District 7 after having spent the previous four years as an administrator in District 
3. Because both building leaders had previous administrative experience in other 
successfully retaining districts, they were able to respond with perspectives and 
experiences from both districts. 
While follow-up questions were asked to gain clarity or more information in some 
cases, in general, the next question that was asked ascertained how each building leader 
characterized teacher retention or attrition in their district. All respondents noted the 
success of their school district in retaining teachers and common factors attributed to this 
success were a sense of community, community feel, or connection to the community, 
district-level incentives for teachers, and consistency and stability of district-level 
leadership. 
The most commonly identified district attribute that contributes to teacher 
retention was a strong community feel in the district, a strong sense of community, or a 
strong connection between the district and community. In fact, eight of 12 respondents 
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made a point to bring this up when answering the question. Building Leaders 2 and 7 
both noted that their respective schools are centerpieces of the community and as such 
serve an essential role in maintaining a positive community relationship while Building 
Leader 3 likened her district to one large family in which all members feel cared about 
(personal communication, February 2, 2021). To build on this theme, four building 
leaders noted that several of their current staff members were once students in the 
building and purposely moved back into the district or sought a position in the building 
because they felt such a strong connection to the school and community. Furthermore, 
several building leaders marveled at the amount of support their teachers, schools, and 
districts receive from the community and noted that this support stems from the shared 
responsibility all stakeholders feel to do what is best for students. 
The second most common theme across the interviews was the identification of 
district-level incentives as a driving force of teacher retention as five of twelve 
respondents brought this up. These respondents noted district incentives such as strong 
benefits, tuition reimbursement for higher education courses, and policies that allow 
teachers to enroll their children in the districts’ schools even if they live beyond district 
boundaries. All of these factors go beyond just a competitive salary as a way for school 
districts to show they value their employees and have their best interest and well-being in 
mind. 
The last district component that was commonly identified as positively impacting 
teacher retention was stability and a clear sense of direction by the superintendent and 
assistant superintendent. This was mentioned by four of the twelve building leaders and is 
best summarized by Building Leader 5 when she noted that turnover in key leadership 
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positions makes people feel unsettled because as soon as a new person comes in, 
everything changes (personal communication, January 22, 2021). She mentioned that 
while turnover at the district level does impact teachers, it impacts building leaders more 
as they have to navigate and lead the changing directives in their building and with all of 
their staff. Furthermore, she noted that turnover at the highest level “weakens the entire 
system” as stakeholders at all levels feel as though “they are in a constant state of change 
trying to keep up with the newest and latest trend” (Building Leader 5, personal 
communication, January 22, 2021). Building Leader 11 expanded on this idea and noted 
that consistency and stability in leadership positions allows teachers and building leaders 
“to better connect with both the mission and vision of the school and district” (personal 
communication, February 17, 2021). Because this mission and vision remain constant, 
teachers become well versed and practiced in bringing it to life in their classrooms 
throughout the year. As a result, it becomes “part of the DNA of the building” and can be 
seen and felt in the school and district culture (Building Leader 11, personal 
communication, February 17, 2021). 
After answering the question of teacher retention and attrition from the district 
perspective, building leaders were asked to characterize teacher retention and attrition in 
their specific school buildings. Once again, all building leaders indicated their success in 
this area with only two building leaders citing this as an area of emphasis for next year 
despite their current levels of success. The most commonly cited reasons for teachers 
leaving the schools and not returning the following year were lifestyle factors such as 
relocating to a new city, spouse transfer, staying home with a new child, and taking care 
of a parent. The second commonly identified reason for teacher attrition across these 
TEACHER RETENTION & ATTRITION IN MISSOURI 59 
campuses stems from teachers being not renewed or “coached out” of their positions as a 
result of poor performance or differing viewpoints. For instance, in the five years that 
Building Leader 1 has held his position, only six teachers have left the building. Of the 
six that left, only one went to work in another school district in the region while the 
others vacated their positions as a result of lifestyle factors. Similarly, in all twenty years 
of Building Leader 2’s tenure in administration at their current school, only one teacher 
has left their position voluntarily if you do not include those that retired, were coached 
out, or had other lifestyle factors for not returning to their position. 
 The remainder of each interview primarily focused on determining the building 
level factors that each building leader contributes to their campus’ success at retaining 
teachers. In the responses to the questions that ensued, several common themes or factors 
were identified. These include building or school culture, teacher voice, professional 
development, support from administration, and teacher autonomy. 
Positive School Culture 
The first factor, a positive school culture, was mentioned by all twelve building 
leaders that participated in the study. Many of the building leaders expressed that their 
school has a community or family feel that unifies and connects staff, administration, and 
students with one another. As noted by Building Leader 4, this sense of community and 
connection might permeate throughout the entire district, but it is also specific to each 
building as each campus has their own identity due to the unique group of students, staff, 
and administration that make up that particular school (personal communication, January 
22, 2021). In almost all cases, building leaders expressed that they are currently or have 
in the past worked hard to build a positive school culture that incorporates trust, 
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transparency, belonging, and value. While the tactics of doing this may have been 
different, all noted that this is one of the primary jobs of a building leader and is 
something that should be consistently monitored, evaluated, and improved if needed. In 
the words of Building Leader 6, “Building administrators need to constantly ask 
themselves ‘Am I creating a school where teachers want to work and students want to 
learn?” (personal communication, January 27, 2021). This simple yet effective question 
should be the basis for improving or maintaining a positive school culture and the guiding 
light for almost all building decisions. If the answer to this question is yes, then the 
administration or school should continue down that path, but if the answer is no, then 
those projects, programs, policies, or practices may need to be put on hold and 
reevaluated. The strategies and themes that building leaders used to create this school 
culture will be further explored in the Recommendations and Conclusions portion of this 
chapter. 
Teacher Voice 
The second common building attribute that contributes to teacher retention 
identified during the interviews is allowing teacher voice to be heard and valued. In some 
capacity, seven of the twelve interviewees noted the importance of not only letting 
teachers have a voice, but making sure that as a leader you are truly listening and 
considering the perspective of teachers when making decisions that impact the whole 
school. Building Leader 4 stated that giving voice to teachers has played an integral role 
in the transformation of his school because “when teachers have a strong sense of 
ownership, that creates a much stronger sense of community than when things are top 
down” (personal communication, January 22, 2021). He further explained that  
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Any time a group of people feels that something is being done to them instead of 
with them, community drops, and the sense of ownership drops. That is when we 
start to see people thinking that they can probably find something better elsewhere 
and that is when pay becomes the most important part of a job decision. All of the 
other factors [that lead to attrition] start to play a larger part instead of 
community. (Building Leader 4, personal communication, January 22, 2021) 
In its simplest form, Building Leader 2 stated, “As principal, I have to be available [to 
teachers] and have to make sure that people feel like they are being heard” (personal 
communication, February 5, 2021). Different buildings and leaders utilize and value a 
variety of different teacher led committees, and many have multiple shared leadership 
positions as well as several platforms for teacher voice to be heard. Again, as with 
building culture, school leaders take different approaches to garnering and showcasing 
teacher voice, and these approaches are explained in the Recommendations and 
Conclusions section. 
Building Level Professional Development 
Another common theme that was expressed by over 50% of the interviewees, was 
the value of having strong building level professional development that is tailored to the 
needs of the campus or even to individual teachers. In order to do this, several of the 
building leaders survey their teachers at the end of the year to determine needs or desired 
areas of learning and design the following year’s professional development based on the 
results. Furthermore, several school leaders and their corresponding districts take this 
individualization a step further and purposefully set aside funds for teachers to pursue 
individual professional development based on their evaluation goals, areas for 
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improvement, or areas of interest. As explained by Building Leaders 4, 6, 11, and 12, 
investing in teachers in this way adds to their sense of ownership of their craft and shows 
teachers that they are listened to, valued, and cared for. Building Leader 1 then leverages 
this individual investment by using the teacher as a pillar in the school community to 
teach other professionals about the area they just learned more about themselves. Lastly, 
several of the principals when discussing professional development championed the 
importance of offering teacher-led professional development so that more teachers feel a 
connection to the material. Building Leader 2 summed this sentiment up best when he 
explained that he makes use of teacher-led professional development as often as possible 
because he has found that teachers are much more willing to learn from and engage with 
other teachers and that they much prefer learning from one another rather than from 
administration (personal communication, February 5, 2021). Specific strategies and 
methods for personalizing building professional development will be explained in the 
subsequent Recommendations and Conclusions section. 
Support from Administration 
Teacher support and a supportive school administration were common building 
level indicators of high levels of teacher retention as noted by six of the 12 building 
leaders. As stated by Building Leader 1, “My goal and my job as an administrator is to 
support the teachers. [I often think about] what and how I can support them through their 
jobs, through their family, through their education, and through getting better in their 
craft (personal communication, January 21, 2021). In the words of Building Leader 3, she 
is constantly thinking, 
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What is it that I need to do as principal so that they [teachers] feel safe, feel 
comfortable, feel that they can do their job without feeling like I put them in a 
difficult situation? This question is vital because teachers are going to sniff out 
pretty quickly if you do not care about them or support them. (personal 
communication, February 2, 2021) 
To add to this sentiment, when reflecting on why teacher support is so critical to teacher 
retention, Building Leader 7 stated: 
When you are already unhappy [as a teacher] and trust goes down, accountability 
goes up, so the first person you are going to stop trusting is your boss. This is 
going to affect your job, so when I stop trusting my boss, my administrator, I 
don’t get support then accountability for everything else goes up. I then start to 
find things wrong with the culture and I find everything is wrong. They 
[administration] are bothering me in the classroom, I do not have a voice, I do not 
want to do this PD, the I don’t want to attitude infiltrates every other piece when 
the trust goes down. When I see this happen and people tip over, it follows the 
administration in the building. (personal communication, January 22, 2021) 
In essence, Building Leader 7 believes that a supportive administration is the critical 
factor in teacher retention and attrition that influences all other factors that could 
influence a teacher to leave the classroom.  
To show their support for teachers, many principals discussed programs such as 
mentor programs for teachers new to the building, cohort models for groups of staff, and 
committee groups that allow teachers to express their voice. Several school leaders also 
noted the importance of building and maintaining positive relationships with all staff in 
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the building as a way of showing support to teachers. Almost all of them discussed the 
need to connect and bond with staff as often as possible and to be visible in classrooms 
and in hallways multiple times throughout the day as a way to form these connections 
and bonds. In order to do this, many of the principals noted that they have to specifically 
block off time on their calendars and be intentional in creating the space and time to 
interact with their staff. Finally, numerous school leaders mentioned that one of the ways 
they show support for teachers is by being intentional when creating and designing the 
master schedule to maximize time for teachers and teams to collaborate and work with 
one another. To this end, Building Leader 12 stated that “it is a must to balance collective 
and individual needs” when crafting the master schedule to create one that is “just, 
equitable, and fair” (personal communication, February 2, 2021).  
Classroom Autonomy 
A final common thread across all of the interviews that the principals felt added to 
their ability to retain teachers in their schools is classroom autonomy. While several 
noted that classroom autonomy overall is decreasing in education as a result of 
standardized testing and district practices such as end of course exams and other common 
assessments, almost all of them still felt that teachers should be given the freedom to 
work to the standards in the ways that work best for them and their students. Building 
Leader 6 said that it is her job as building leader to create and provide the structures to let 
teacher do what needs to be done within the structure (personal communication, January 
27, 2021). To her, it was critical that she provides autonomy, space, and opportunities for 
her teachers to be creative and innovative because “the exact same thing does not need to 
happen in each classroom because the exact same kid is not sitting in each classroom” 
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(personal communication, January 27, 2021). Building Leader 2 expressed a similar 
sentiment when he cited that teachers in his building should be working towards the same 
grade level standards, but have the autonomy to determine what that looks like because 
“every teacher has their own personality, their own strengths” (personal communication, 
February 5, 2021). Building Leader 4 added that it is his intention as building leader to 
“give as much autonomy as possible without sacrificing the guaranteed and viable 
curriculum” while Building Leader 5 stated that as long as her teachers are meeting core 
expectations and building universals, they can add to and bring in extracurricular or skill-
based components as they see fit (personal communication, January 22, 2021). As with 
the other common threads from the interviews, strategies and suggestions to increase or 
support teacher autonomy will be explained further in a later portion of the study. 
Rank Response Question 
Due to the nature of semi-structured interviews, the specific follow up questions 
that were asked to each building leader varied in order to probe deeper into the unique 
responses they provided. Towards the end of each interview, all building leaders were 
asked to rank five previously identified factors that influence teacher retention from most 
important to least important. These five factors were uncovered during the first phase of 
research with district leaders and include school culture, supportive administration, strong 
professional development, mentor program, and classroom autonomy. The purpose of 
this question was to determine which factor school leaders believe has the largest impact 
on keeping teachers in the classroom in order to help prioritize programs, policies, 
practices, and strategies. Priority should be given to those programs, policies, practices, 
and strategies that align with the ranking of importance of the factors when deciding 
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which to implement first or focus the largest amount of time or energy on. The results of 
this ranking question as organized by factor and respondent ranking can be found in 
Table 5 and Figure 4 below. 
Table 5 









0 2 3 4 3 
Mentor 
Program 
0 1 2 2 7 
Professional 
Development 
0 0 5 6 1 
Supportive 
Administration 
2 7 2 0 1 
School Culture 10 2 0 0 0 
Note. Table organized by factors and number of times selected. Example. School Culture was selected as the most important factor by 
10 building leaders. 
Figure 4 
Ranking Question Response by Factor 
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Table 6 below organizes the responses to the same question by building leader to show 
how each person ranked every factor on the scale of most important (1) to least important 
(5). 
Table 6 














1 1 5 4 2 3 
2 1 2 4 3 5 
3 1 2 4 3 5 
4 1 2 3 5 4 
5 1 2 5 4 3 
6 2 1 4 5 3 
7 2 1 3 5 4 
8 1 2 3 5 4 
9 1 2 3 5 4 
10 1 2 3 4 5 
11 1 3 4 5 2 
12 1 3 4 5 2 
AVG 1.16 2.25 3.67 4.25 3.67 
Note. All data were obtained through personal communication with building leaders. 
Of the five factors, school culture was ranked as the first or second most 
important factor for teacher retention at the building level by all 12 building leaders that 
were interviewed. As shown in Table 6, Building Leaders 6 and 7 were the only 
interviewees that ranked school culture second, while all other respondents ranked school 
culture first. The average ranking for school culture was 1.16. Average ranking scores 
were determined by adding the values of all responses for that factor and dividing by 
twelve. The lower the average ranking, the more important the factor is in keeping 
teachers in their current position year after year according to the building leaders that 
participated in this study. 
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The second most important factor for teacher retention according to this set of 
building leaders is a supportive administration. This factor was ranked in the top three by 
91.6% (11) of the interviewees and ranked in the top two by 75% (9) of the interviewees. 
Two building leaders, 6 and 7, ranked supportive administration as the most important 
factor that contributes to teacher retention and seven building leaders ranked it second. Of 
all twelve respondents, only one, Building Leader 1, ranked this factor outside of the top 
three most important factors. The average ranking for this factor was 2.25. 
Tied for third with an average ranking of 3.67 was strong professional 
development. This factor was ranked third or fourth by eleven of the twelve building 
leaders that participated in the study. In fact, only one participant, Building Leader 5, 
deviated from this third or fourth position and ranked strong professional development as 
the least important factor regarding teacher retention. The rationale for this fifth-place 
ranking by Building Leader 5 was because she believes professional development can 
come from anywhere and is something that many teachers seek out while outside of the 
school environment (personal communication, February 5, 2021). 
Also with an average ranking of 3.67, was classroom autonomy. For this factor, 
five of twelve building leaders ranked it in the top 3 and it achieved its highest ranking of 
two by Building Leaders 11 and 12 who work in the same district. Interestingly, the other 
building leader that works in this district ranked this as the 5th most important factor. The 
mode for this factor was four, as four building leaders chose this position in their 
rankings for classroom autonomy. 
According to those that participated in the study, the least influential variable that 
contributes to the successful retention of teachers is a mentor program. Interestingly, 
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seven of twelve building leaders ranked this option as the least influential factor, while all 
five others ranked it in the top three. Of these, two had this factor picked second while 
nobody chose it in their top spot. The average ranking for mentor program was 4.25. It is 
important to note, however, that even though this factor was ranked fifth, it does not 
mean that it does not play a significant role in teacher retention, it simply means that of 
the options provided, it was consistently ranked last. Furthermore, all schools follow state 
law and have a mentor program that lasts for at least two years. Many of the schools in 
the study go well above the minimal state mandates and have a multifaceted mentor 
program that helps build connections and relationships across a variety of platforms. In 
the words of Building Leader 4, if the mentor program is watered down and treated as “a 
series of boxes to tick, then you are only going to get ticked boxes” (personal 
communication, January 22, 2021). On the other hand, if a mentor program is carefully 
crafted and implemented with fidelity in a supportive culture, then it can be one of the 
best ways for staff to feel connected and an important piece of the greater community. 
Recommendations and Conclusions 
This Recommendations and Conclusions section for research level two is 
designed to give building leaders specific actions, policies, programs, structures, or 
practices that they can implement in their buildings to improve or maintain teacher 
retention rates. To be consistent with the overall aim of this study, all recommendations 
provided are cost effective and focus on other areas of school improvement to bolster 
teacher retention than increasing salary. As you will see, many of them can be 
implemented at no cost to the school or district. This does not mean that the suggestions 
are easy to implement or will not take an abundance of other resources such as time, 
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energy, and effort, but they do aim to be practical and approachable by all schools across 
grade levels and demographic groups. 
The remainder of this section is organized by the aforementioned rankings of the 
five previously identified factors that have a positive impact on teacher retention: school 
culture, supportive administration, strong professional development, classroom 
autonomy, and mentor program. Each thematic subsection will contain recommendations 
based on the practices and advice of the building leaders that were interviewed. 
School Culture 
As stated in Ridiculously Amazing Schools by Tracey Smith and Jeff Waller 
(2020), “For education to be at its best, we must create environments where our teachers 
can be at their best” (p. 1). Although they did not specifically mention school culture in 
this quote, this is precisely what they are referring to and what so many of the building 
level leaders alluded to during interviews. In order for schools to be impactful and thrive, 
their foundation must be built upon a healthy school culture. Each school building has the 
ability to shape, craft, and nurture their specific culture and paying attention to this 
culture as a building leader is vital because it permeates the space and can be seen and 
felt by all the moment they walk through the doors. As such, building leaders need to 
keep culture at the forefront of their minds when making all decisions that impact and 
shape a school from the hiring of individual teachers to the programs and polices they 
create and implement. As noted by Building Leader 2, culture plays a huge role in teacher 
retention and “every school has a reputation” (personal communication, February 5, 
2021). He went on to add that a school’s reputation and culture are of the utmost 
importance because many people will base their decisions on whether to even apply to a 
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school or district on this reputation. He stated, “Teachers go to things like Master’s 
classes and talk with other teachers. People sitting around them hear what they are saying 
and think to themselves ‘Man, I want to work there, that sounds awesome.’ And this goes 
for both sides of the stories” (Building Leader 2, personal communication, February 5, 
2021). 
So, what does a healthy school culture look like? As noted by many school 
leaders that participated in this study, a positive school culture is one built on care, trust, 
transparency and belonging. Many leaders when describing their school culture explained 
that it was like a family where they all care for and support one another. Building Leader 
3 mentioned that the main reason that so many of her teachers have been in the school for 
so long is because “they know we [administration] care about them” (personal 
communication, February 2, 2021). She went on to add that it is important that teachers 
know they are more than data and test results, that they are cared for and supported. As 
noted by Smith and Waller (2020), this is a challenge because schools have become 
increasingly analytical and driven by data.  
A second common trait used to describe positive school cultures by building 
leaders was trust. In the words of Smith and Waller (2020), trust is critical because  
It is the foundation around which human relationships are centered. It allows us to 
feel safe, to feel like we are a part of something. It’s the glue that keeps us 
together and allows us to collectively move forward. Trust allows communities to 
flourish, while lack of trust causes division, conflict, and struggle. (p. 17) 
This sentiment was echoed by Building Leader 1 as he mentioned that he trusts that his 
teachers are exceptional at what they do which is why he hired them in the first place and 
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explains why he gives them so much voice and autonomy in their classes. Similarly, 
Building Leaders 12 and 13 mentioned that at the center of their school cultures is a 
mutual trust that all parties are working to do what is best for kids. 
Also mentioned by building leaders that participated in the study is that a positive 
school culture incorporates transparency between leadership and teachers. Almost all 
building leaders noted the need to be open with teachers regarding building decisions and 
even allowing them to participate as often as possible. Building Leader 10 further noted 
that transparency can sometimes even extend into difficult conversations but is still 
important to ensure a healthy culture (personal communication, February 4, 2021). 
Lastly, the word “belonging” was used by multiple administrators to describe 
culture. In fact, all building leaders with the exception of two mentioned that their staff 
members feel like they belong to a school family and a tight knit community. According 
to Smith and Waller, this sense of belonging is important to a school’s culture because it 
is “the platform for higher levels of collaboration and creativity, as well as for individual 
and collective growth” (2020, p. 26). 
In order to create a positive school culture that encompasses all of these attributes 
on their campuses, the building leaders that participated in the study seek out and listen to 
teacher voice, purposefully build in time for connection, and clearly articulate and 
encourage connection with the school mission and vision. One way that many of the 
building leaders gather and encourage teacher voice is by having an abundance of 
committees for teachers to participate in to help guide the direction of the school and help 
make building level decisions. For instance, both Building Leaders 5 and 6 have 
committees that are dedicated to central themes or components of the school for the 
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purpose of bettering the school around their chosen topic. Building Leader 5 mentioned 
that her school has committees dedicated to sustainability, social justice, character 
education, and a social committee just to name a few. Similarly, Building Leader 6 upon 
arriving at her school thought about all of the major components that make up a school 
and how it functions on a day to day basis and then created teacher led committees 
centered on these topics of professional development, discipline, academics, and 
curriculum. In both of their schools, the committees are designed to first come together 
and meet as a group to generate ideas, create programs or policies, and problem solve, 
and then bring these ideas to the principal as suggestions or ways to better the school. 
This teamwork and cooperation around major facets of the school creates a collaborative 
leadership structure that makes the decision-making process bottom up rather than top 
down. According to Building Leader 5, this creates a sense of ownership over what is 
happening in the building that has driven an increase in people coming to her with new 
ideas. Furthermore, this sense of ownership then leads to greater teacher investment 
which in turn helps to build and reinforce culture. In the words of Building Leader 4, 
“When teachers have a strong sense of ownership, that creates a much stronger sense of 
community that when things are top down” (personal communication, January 22, 2021).  
Furthermore in regards to committees, every school that participated in the study 
has some form of a leadership committee. In many of these schools, this leadership 
committee has department chairs or grade level team leaders that meet with 
administration monthly to not only help make decisions, but to also discuss the climate 
and culture of the building. This group often addresses staff issues or concerns and works 
with administration to problem solve. One important characteristic of these committees in 
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a few schools is that the committee is open for any teacher to join, even those that do not 
serve as team leaders or department chairs. This helps to further the community feel and 
really show that all teachers have the ability to influence the school and its path. 
Furthermore, this design is intentional and is meant to bring as many voices to the table 
as possible to combat the fact that fewer and fewer educators feel like they matter or are 
valued by those they work for and work with on a daily basis (Smith & Waller, 2020). 
Another way that building leaders promote a positive school culture is by 
intentionally creating time for adults to connect and collaborate with one another both 
inside and outside of the school environment. In the words of Building Leader 6, “If we 
are trying to build a positive school culture built on relationships, we have to have and set 
aside time for the groups to build those relationships” (personal communication, January 
27, 2021). Or as Building Leader 4 stated, “[Culture] is all about relationships and always 
making the effort to bring people together when you can. It is about always showing the 
value that you see in people” (personal communication, January 22, 2021). As mentioned 
previously, in some buildings this is achieved through committee work, while in other 
buildings this is achieved by providing staff opportunities to connect and feel valued or 
appreciated beyond the school environment and primary school functions. For instance, 
in Building Leader 2’s school, a portion of the start of every staff meeting is dedicated to 
teachers and administrators thanking or giving shout outs to one another. Teachers or 
administrators do this by standing up and saying a few words about the person they want 
to recognize and give them a candy bar provided by administration. While small, this 
builds connections and a sense of appreciation. Building Leader 8 expands on this by 
purposefully building in time each month to honor and thank all of his teachers. In what 
TEACHER RETENTION & ATTRITION IN MISSOURI 75 
he calls “[Name of School Mascot] Hour”, he and his administrative team do things like 
leave inspirational notes on all teachers cars in the parking lot, or brings them their 
favorite soda, or even walks through the halls with a nacho cart because his staff are 
“Nacho average teachers!” (Building Leader 8, personal communication, February 5, 
2021). Again, while small, these acts of kindness show teachers that they are valued and 
appreciated which helps to connect people, strengthen relationships, and build 
comradery. In order to build comradery in building 7, this school leader noted that her 
administrative team hosts events like tailgates before Friday football games, a staff chili 
cook off, pot luck lunch days, and provides a barbecue lunch for staff in the outdoor 
commons at least once a school year. In addition, her school, as well as several others, 
have Kindness Committees that meet to plan events for staff like baby showers, birthday 
celebrations, and holiday celebrations. 
Lastly, building leaders can promote a positive school culture by clearly and 
frequently articulating the school mission or vision and connecting all work that goes on 
in the building back to these guiding principles. In this sense, Building Leader 10 stated 
that school administrators need to ask themselves:  
What is the mission and vision and how do we talk about that each time we are 
together?  If we are saying our focus is equity, what does that look like in every 
action that we take and communication that we make?  How are we standing up 
and expressing that to our community as well? (personal communication, 
February 4, 2021). 
For Building Leader 11, the mission and vision for his school and the connection that his 
staff has to it are what keeps them in the classroom. He noted that the building mission 
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and vision statements are not just words on the wall, they are the guiding principles of the 
school through which all decisions are made (Building Leader 11, February 17, 2021). 
Furthermore, he believes that his teachers know this, and this connection that they feel to 
the mission and vision give them a clear sense of purpose and works to unite them around 
a common goal. 
Supportive Administration 
Just as teachers are pulled in multiple directions and are asked to take on a variety 
of roles on a daily basis, so too are administrators. In addition to these multiple projects, 
roles, and directions, one of their primary job functions is to provide needed and constant 
support to their teachers. This alone is a full-time job, as the level of support required 
varies widely across teachers. Further adding complexity to this concept of support is that 
not all teachers need support in the same ways or will feel supported by the same actions, 
policies, or programs. In the end, an administrator must not only find the right type 
amount and type of support for each teacher, but must also provide this support in a 
manner that is well received by the teacher. 
As mentioned in the previous section, many of the building leaders that 
participated in this study provide support to their teachers by listening to teacher voice 
and using their perspectives, knowledge, and experiences to help make decisions that 
impact the whole school. As described by Building Leader 6, her teachers are involved in 
facilitating change and she often dedicates time to “include teacher voice into how we 
create a safe, respecting, and nurturing school environment for our students” (personal 
communication, January 27, 2021). Like other building leaders, she does this through the 
use of a Principal Advisory Council that meets at least once a month to discuss the 
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culture, direction, challenges and successes that are happening in their building. As stated 
by Thomas R. Hoerr in The Art of School Leadership, “It is easy for principals, even the 
best ones in the most collaborative and creative schools, to be isolated or removed from 
teachers’ thoughts and concerns” (2005, p. 112) and councils such as this help to keep 
this isolation or removal from happening. 
It is important to note that many of the school leaders interviewed view this 
council as more than just a platform for teachers to air their grievances and voice their 
frustrations, and instead view the council as an opportunity to pitch ideas, problem solve, 
and actively seek the advice of building teachers. For example, Building Leader 5 
actively “fought off” having an advisory council in her building at the beginning of her 
tenure because she did not want to create a hierarchy of voice or influence in her school 
(personal communication, January 22, 2021). Instead, she wanted to have a culture of 
trust and openness where all teachers knew that they could come to her at any time to 
share their voice and experiences. Unfortunately, she found that rather than open voices, 
many of her staff felt like the opposite was happening because the previous leadership 
had an advisory council. To fix this, she reversed course and started such a group 
composed of a teacher representative from each grade level and/or department. In the 
beginning, the time set aside for the council meetings with the principal was primarily 
used by the group of teachers to bring problems and complaints to her from other 
teachers in the building. While she did appreciate hearing about these issues and the 
opportunity to work and solve them, in her mind the Advisory Council was created for a 
different purpose. For her, the vision of an advisory council, if it truly is an advisory 
council, is for the principal to bring ideas to the teachers about any number of topics to 
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actively seek out the teachers’ advice, to listen to their advice, and to use their advice for 
the betterment of the program, policy, or idea to in turn better the school as a whole. 
Through the development of trust over time, the perspective of the group shifted and now 
the cohesive and collaborative group, rather than school administration, is the main driver 
of the direction and path of the school because they help to craft and implement the 
programs, policies, and structures that run the building. The group still brings forth issues 
and problems, but that is no longer their sole purpose, as the culture of trust and support 
that began with this group has diffused throughout the rest of the building and many 
teachers address their concerns directly with the school principal as opposed to through 
the Advisory Council. 
Another way that building leaders provide support to their teachers is by having 
an “open door policy” or, in other words, by being available to their teachers at all times. 
For Building Leader 10, this means “being around in a way that teachers know that they 
can come to you at any time and you will listen to them, before school, after school, or 
even during passing periods” (personal communication, February, 4, 2021). For Building 
Leader 2, this means that he has to be available and make sure that people feel like they 
are being listened to and heard. When asked how he does this, his response and the 
vignette that he shared was rather telling and summarized the sentiment of almost all 
other building leaders who were interviewed: 
Saying it [open door policy], and most people say it, and doing it are two different 
things. I teach a class at [local university] and one person said their principal has 
an open-door policy because the principal is always in their office. So open door 
does not only mean you can come up [to the office], because this is only going to 
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get certain people, only those that are willing to go and talk to the principal. 
Instead, I have to be present, I have to be in the hallways, attending meetings, 
sitting the room with them. I am standing in the hallways when they are venting 
about a kiddo or a parent and if there is not enough time to talk to them about it 
then, you circle back later or come back to the office and send an email saying ‘I 
heard your frustration, would you like to talk more about this?’ (Building Leader 
2, personal communication, February 5, 2021). 
Echoing this, Building Leaders 7, 8, 9, and 11 all mentioned that they purposely block off 
times in their calendars to make sure they get into classrooms at least some portion of 
every day. The blocking of time not only intentionally reminds them to get into 
classrooms, but it also serves as a notice to teachers that their administrators make time to 
see them in action every day and are partners in the work that they are doing of educating 
students. Building Leader 11 is even more intentional with his calendar in that he 
organizes the time periods blocked off by subject area and grade level so that he spends 
time visiting every teacher’s classroom each week in an equitable manner so that no 
teachers feel left out or supported less than others. Furthermore, being visible is not only 
for academic and evaluation purposes, but to also build connections and relationships. As 
noted by Building Leader 7, she visits classrooms as often as possible for non-academic 
purposes as well. Lastly, in order to provide support to teachers, Building Leaders 8 and 
10 noted the importance of being responsive and following up with teachers in all 
situations and answering all questions regardless of how small they may seem to the 
administrator. 
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 Another way that building leaders can provide support to their teachers is by 
being intentional about the structure and design of the school day to allow ample time for 
planning and collaboration. All of the school leaders that participated in the study have 
designed or modified their schedules to allow their teachers to have multiple times 
throughout the week or day that are designated for both individual planning and team 
collaboration by grade level or department. For instance, teachers in Building 10 teach 6 
of 8 class periods on a block schedule and thus have a daily planning period in which 
they do not have a scheduled class. Furthermore, the school is organized into grade level 
teams, and all core teachers on each team have at least one common off hour to allow for 
team meetings. This means that teachers meet as a group and collaborate about lessons 
and students at least twice each week.  
 Similar team collaboration and groupings were found in all schools either by 
grade level, content area, or specific courses. Even the largest schools purposefully 
structured their buildings to have smaller groups of teams to increase collaboration and a 
sense of community. For instance, middle school buildings 2 and 6 serve large 
populations of students and both have multiple grade level teams. Each team is composed 
of around 100 students and a group of core teachers. This not only helps their teachers, 
but has a positive impact on students as well because the team model and the intentional 
creation of common planning times allows teachers to discuss student progress and 
problem solve about the way to best meet the needs of particular students. For instance, if 
a student is struggling in math but excelling in science, the two teachers could discuss 
strategies and practices that work in science and apply them to the math classroom to 
help the student succeed there as well. In the words of Building Leader 6, common team 
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planning times are critical to “allow teachers to problem solve together and to talk about 
the needs of students” (personal communication, January 27, 2021). 
 At the high school level where grade level teams may not be possible due to the 
variety of grades that teachers serve, common planning time by department or specific 
course are utilized as much as possible. These meetings allow teachers to review student 
data, to plan with one another, and to discuss strategies and best practices. Furthermore, 
this time allows teachers to learn from one another about topics such as technology, 
differentiated methods of instruction, or student engagement. In these collaborative 
environments, teachers feel supported not only by administration, but also by one 
another. 
 Lastly, school leaders can provide support to their teachers by creating 
opportunities for shared experiences throughout the school year. For almost all building 
leaders, this meant attending weekly or monthly team or grade level meetings, attending 
IEP meetings, being present at sporting events and staff gatherings, and meeting the 
needs of teachers in the same manner that they meet the needs of their students. In short, 
there is not one clear method of providing support to teachers, but all of the building 
leaders agreed that being supportive is critical to the success of teachers and students. If 
school leaders want their teachers to empower and inspire, then they must help them feel 
empowered and inspired by providing support in ways that build relationships, create 
trust, and shows that teachers are valued (Smith & Waller, 2020). 
Strong Professional Development 
Like with supportive administration, professional development (PD) can take 
many shapes and forms. Regardless, two main themes for recommendations regarding 
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PD were uncovered in this study. First, while this can be accomplished in a variety of 
ways, PD needs to be meaningful to teachers and in turn meaningful to the school as a 
whole. Second, PD can and should be used not only as a way to improve teacher practice 
and the academic success of students, but also as a way to build or strengthen a positive 
school culture. 
One way that building level leaders make PD meaningful to their staff is by 
allowing teacher voice in the development of a building wide professional development 
plan. For instance, several building leaders noted that they survey staff at the end of the 
year to find areas of focus for next year’s professional development. In Building 7, this 
survey takes the form of a free response survey where teachers can write areas of PD that 
they would like to explore such as social-emotional learning, problem-based learning, 
technology, self-care, or engagement strategies. In turn, the administrative team reviews 
this data with the teacher led building Professional Development Committee to create a 
plan tailored around teacher voice and need for the following school year. 
In Building 11, teachers also complete a survey at the end of the year though this 
survey takes a different form. Rather than free response questions, teachers are asked to 
rate themselves in areas such as “I understand and implement cooperative learning 
strategies,” “I feel prepared to meet the needs of students of color,” and “I have a clear 
understanding of differentiated instruction.” Based on these rating the principal, with the 
help of instructional coaches that act as the professional development committee, creates 
a building PD plan focused on areas of need as identified by teachers and highlighted by 
low rankings on the survey. This not only improves the practice of teachers’ areas critical 
TEACHER RETENTION & ATTRITION IN MISSOURI 83 
to the success of the building and its students, but also improves teacher buy in and sense 
of ownership. 
Another way that building leaders make PD more meaningful to teachers through 
personalization is by offering PD in an education camp or conference style. In this model 
of PD, teachers attend a large group session designed for all teachers in the morning, and 
then have the opportunity to join different breakout sessions later in the day that better 
align with their areas of need or interest. Ideally, these breakout sessions last for 30 
minutes to one hour and there are several options for teachers to choose from. Then, at 
the end of the day, teachers join back together in a large group setting or smaller group 
settings broken out by grade level teams or departments to share their learning, discuss 
implications, and start the process of planning how to incorporate their takeaways into 
their professional practice. While this form of PD may be more difficult to plan and 
implement, it provides an experience that is more engaging and meaningful to staff 
because they are able to own their choices and selections. 
Building leaders can also make PD more meaningful to teachers by having it be a 
part of the goal setting process. When discussing her time as a leader in a previous 
district, District 3, Building Leader 10 explained that teachers at her previous school 
would write goals for the year as a part of their evaluation process and would then meet 
with school administration to create a personalized professional development plan to help 
them achieve this goal. In this sense, professional development was differentiated to meet 
the needs of each individual teacher, just as we ask teachers to differentiate learning for 
their students. This differentiated PD process was created because there was such a wide 
range of teachers in terms of experience and ability at her previous school that the 
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previous method of “one size fits all” professional development simply was not working. 
A similar process is followed in District 7, where each teacher has the ability to submit 
requests to attend conferences or workshops in areas that they are passionate about or 
want to improve in. In fact, the district places such a high value on individualized PD that 
each building has funds specifically set aside for each teacher to attend a conference, 
workshop, or other PD opportunity of their choice each year. 
Lastly, building leaders can make professional development more meaningful to 
teachers by offering teacher led sessions as often as possible. In the words of Building 
Leader 2, “Teachers are much more willing to learn from and engage with other teachers 
and they much prefer learning from one another rather than from administration” 
(personal communication, February 5, 2021). At his school, he offers these opportunities 
at every staff meeting where 10-15 minutes are set aside for a teacher or group of 
teachers to present and share methods, strategies, or lessons that others can use and 
implement in their classes. Similarly, Building Leader 8 and 10 include sections like this 
on each of their weekly newsletters so staff can learn from and see the work that one 
another are doing.  
In Building 7, teacher led PD takes on a meaning of its own as each month 
teachers host Professional Learning Opportunities for other teachers to attend during their 
off hours. On these days, classroom teachers set up in the professional development room 
and are given the full day to lead sessions with their peers each hour. Examples of 
sessions from the past year include Practicing Self Care, Improving Classroom Culture, 
and Implementing Digital Breakout Boxes. The school covers the cost of a substitute for 
their class in order to allow these teachers the opportunity to teach and lead their peers. 
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Joining these sessions is optional, but attendance each hour is usually high as the teachers 
in the building appreciate the varied opportunities to not only learn and improve their 
craft, but to also learn from their peers that they value and respect. 
When professional development is not personalized or tailored to the needs and 
interests of individual teachers, it should be used as a way to shape, build, or improve 
school culture. In this sense, while not personalized, it is still meaningful to teachers 
because it directly impacts the environment and community that they are a part of. One 
way to do this is to connect PD opportunities to the overall mission or vision of the 
school. This provides a clear sense of purpose to the session, increases engagement and 
buy in, and also unifies staff through the reinforcement of shared values and 
commitments.  
Professional development can also be used to shape building culture is by 
allowing students to participate in the teacher PD process and share their experiences 
with staff. This practice was used by Building Leader 4 to break down the barriers that 
existed in his school between students and staff. To do this, he identified and worked 
with student leaders to help them build the confidence and skills to share their voices and 
experiences at their school and beyond with teachers. Then, on a few professional 
development days, he had these students lead sessions with teachers where they sat in 
circles and all shared their stories together. The end result was the creation of a culture of 
caring, trust, and values that extended beyond staff to include students as well. Similarly, 
Building Leader 7 leads a book study and podcast study each semester that both students 
and staff can join. For example, in a previous year, one of the teacher and student groups 
worked through the 2017 text The Hate U Give by Angie Thomas together and engaged 
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in conversations designed to share experiences in order to enhance the culture of the 
school and connection between students and staff. 
Classroom Autonomy 
Like the previous sections of supportive administration and professional 
development, classroom autonomy is yet another facet of schools that has many different 
variations and interpretations depending on who you ask. The majority of school leaders 
that participated in this study all had their own clear interpretation of what autonomy 
means in their building and are able to articulate this definition to others. Many noted that 
classroom autonomy is different than it was in the past due to the nature of testing and 
other measures that are used at the district, state, and national levels to define school 
success. As a result, overall, there is less autonomy today as teachers often must use the 
same standards, curriculum or assessments, but there is still some autonomy in that 
individual path to and through each of these can look different. Building Leader 10 
summarized classroom autonomy best when she said, “The word autonomy is 
misunderstood and misinterpreted by people often and does not mean that I get to do 
whatever I want” (personal communication, February 4, 2021). She went on to explain 
that because educators have such a wide range of needs, it is critical that school leaders 
are “very clear with what is consistent and tight across teachers and also clear with what 
is loose” so that teachers know where they have the freedom to go be innovative and 
creative and where they need to be in lock step with other teachers (Building Leader 10, 
personal communication, February 4, 2021). In order to not paralyze and overwhelm 
those that need structure while simultaneously not alienating or being deemed dictatorial 
by those that like ultimate freedom, Building Leader 10 likened autonomy to a school 
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playground in that administrators must “be clear with what is our fence so that teachers 
can play freely and safely within it” (personal communication, February 4, 2021). 
Essentially, this means that in order to support and improve classroom autonomy, 
administrators must set clear boundaries from the outset, communicate these boundaries 
to staff, and create structures that allow for teachers to express their creativity and 
individual freedoms. Or, as succinctly stated by Building Leader 6, an administrator’s job 
is “to create and provide structures to then let teachers do what needs to be done to best 
educate students within that structure” (personal communication, January 27, 2021). 
Another way to improve classroom autonomy is by allowing teachers to “own” 
their curriculum or content by letting them be the drivers of the curriculum writing 
process. In Buildings 10, 11, and 12, this is accomplished by having all teachers 
participate in district level groups know as Curriculum Action Teams (CAT) that are each 
overseen by an elected teacher leader and a building level administrator. For each subject 
area, there are two CATs, one for grades K-6 and one for grades 7-12. For instance, for 
social studies, there is a K-6 Social Studies CAT and a 7-12 Social Studies CAT that is 
composed of all social studies teachers in those grade levels. These teams meet once each 
month of the school year to review, discuss, and make changes to their curriculum as 
needed based on current best practices, the needs of students, or current events. 
Furthermore, these teams make sure that curriculum and skills are aligned across grade 
levels and that all courses are aligned to state and district standards. Essentially, through 
work in these teams, teachers feel a greater connection to their curriculum, content, and 
standards as they have control and ownership over almost all facets of them. In turn, this 
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bolsters classroom autonomy because each teacher is an active participant in the 
development of the framework of their courses. 
Lastly, administrators can enhance classroom autonomy by understanding that 
each of their teachers has their own personality and set of strengths. As such, teachers 
should have the freedom to use strategies and design lessons in ways that complement 
their personality and strengths to enhance the learning experience of their students. This 
means that no two lessons delivered by teachers should look identical and administrators 
must be ok with this variance. Furthermore, when visiting classroom and conducting 
evaluations, administrators must use this knowledge of their teachers’ personalities and 
strengths to step outside of themselves and not let their own thoughts of how they would 
teach the lesson influence their evaluation. As explained by Building Leader 6, “When I 
am in classrooms, I try to not let my own ideas, or what I would do in their shoes, trickle 
in to what they are doing” (personal communication, January 27, 2021). Instead, she 
“looks and listens to learn the why behind the actions of the teacher” in order to 
understand what they are doing from their perspective (personal communication, January 
27, 2021). Through this lens, classroom autonomy is furthered because teachers have the 
ability to teach in the ways that they deem best for their student rather than solely in the 
way that the administrator deems best. 
Mentor Program 
As noted in the results and recommendations and conclusions section from 
Chapter 1, teacher mentor programs are key to providing support to new and beginning 
teachers as well as to building connections and fostering relationships. As required by the 
state of Missouri, all buildings that participated in this study have at least two-year 
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mentor program but all of them also have more robust program than recommended by the 
state. Furthermore, each building leader that was interviewed stressed the importance of 
this program and actively work to make sure that it is beneficial to all teachers, mentors, 
and mentees, not just those that are in the early stages of their careers. 
One component of a mentor program that is critical to its success is partnering 
each teacher that is new to the building with the correct mentor. As stated by Building 
Leader 2, it is important for administrators to “make sure that they {new teachers} get 
paired with a teacher that is vested in the community and that understands all of the 
things that are going on in the building” (personal communication, February 5, 2021). He 
lets this mentorship begin organically during the interview process as multiple teachers 
serve on the interview committee. One thing that he pays attention to during this time, 
along with the quality of the candidate’s answers, is who the teaching prospect connects 
with on a personal level. If this person is hired, he then makes sure to pair them with the 
person that they already have a bond with to help them acclimate to the new school 
environment quicker. In the words of Building Leader 10, she handpicks building level 
mentors to make sure that the person assigned to the new teacher is “proactive, positive, 
and well connected with other teachers in the building” to enhance the new teachers 
access to the building culture (personal communication, February 4, 2021). 
In order to provide additional support to beginning teachers, many of the schools 
utilize a two-tiered mentor system. For example, in Building 2, new teachers are assigned 
a personal mentor as described above as well as a master mentor. The purpose of the first 
mentor is to acclimate the teacher to the building climate, help them understand building 
practices and policies, and to provide them someone to go to with questions. The second 
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mentor, the master mentor, is typically an instructional specialist that visits the teacher’s 
classroom and helps them better their teaching practice through feedback cycles and 
coaching that are conducted in a non-evaluative way. As a result of this two-tiered 
system, teachers not only have someone to help them feel more connected to the school 
community, but they also have someone that helps support them specifically in the areas 
of instruction and classroom management. 
Similarly, Buildings 4 and 5 also make use of a two-tiered mentor program. In 
Building 5, new to the building teachers are given both a Buddy and Mentor. The Buddy 
is typically someone on their team or in their department that new teachers go to for 
quick or daily things. Often, this Buddy is someone that they are already work with on a 
daily basis which leads to a further relationship and deeper connection. On the other 
hand, the Mentor that is assigned to the new teacher is someone that is not in the 
building. Either they work in another school or are teachers that have retired from the 
building or district and are hired back for the sole purpose of providing support to the 
new teacher. According to Building Leader 5, this second partnership is highly important 
because it is a “free flowing relationship that is uninfluenced by building politics or 
gossip” and allows new teachers to express their thoughts and opinions without fear of 
reprisal or judgement from their colleagues in the building (personal communication, 
January 22, 2021). A similar program is utilized in Building 4 where new teachers have 
both a building mentor and a mentor from another school in the district that both provide 
different levels and types of support. 
Finally, in order to provide multiple levels of support to new teachers, in addition 
to mentorship programs, Buildings 8, 10, 11, and 12 all make use of a building and 
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district cohorts of teachers. For example, in Building 9, all teachers that are new to a 
building regardless of their years of experience are placed in a cohort that meets as a 
group monthly with administration. These meetings are non-evaluative and their main 
purpose is to allow teachers the chance to talk, ask questions, and discuss what they are 
seeing and doing in the building. Essentially, their main purpose is to all teachers the 
opportunity to network and build relationships in order to strengthen the school culture. 
Building Leader 10 plans on implementing a similar cohort model at her school next year 
in order to create strong bonds between groups of teachers and to allow different groups 
of teachers to share with administration and one another what is going well, ask questions 
and discuss areas of support and need, and finally, to problem solve as a collective unit. 
In conclusion, because teacher retention and attrition is such a multi-faceted issue, 
it is likely that a combination of many of these recommended programs, policies, and 
practices is required to put an end to teacher attrition at the building level. As a result, it 
is up to dedicated school leaders to understand their building’s culture, strengths, and 
needs in order to implement the programs, policies, and practices that will have the 
greatest impact on the unique challenges they face. Fortunately, while this work is 
challenging, with schools and leaders like these as a guide, we know that it can be done. 
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Chapter 3:  Research Question 3 
The following chapter sought the input of teachers via an anonymous online 
survey to answer research question 3, What issues and factors do teachers identify as 
being most relevant to retention decisions? 
Methods 
To answer the third research question, teachers employed in each of the schools 
whose building leaders participated in the study were sent an invitation to complete an 
anonymous online survey designed to measure the impact a variety of factors have on a 
teacher’s decision to remain in their current position. While the Missouri Department of 
Elementary and Secondary Education does track teacher retention statistics using district 
employment records, the state does not have a mandated, optional, or state created 
teacher exit survey to delve into the reasons why teachers leave their positions. The 
research found that such a survey is used in other states like Ohio. As a result, there are 
little data available for the state of Missouri that examines the reasons why teachers leave 
their jobs and it is up to local schools and districts to gather this information if they so 
choose. Often, this process is done informally through measures such as exit interviews 
and the data is not kept and recorded year after year. The only state data available were 
found in the January 2021 Report on Teacher Workforce presented by Paul Katnik of the 
Office of Educator Quality. According to this report, a survey was sent to groups of 
teachers and administrators across the state and 5,782 teachers completed the survey 
(DESE, 2021). The report highlights the responses to a question that asked the top reason 
why teachers consider leaving their positions. Over 20% of the teachers that responded to 
the survey noted “Salary” as the number one reason, close to 15% cited “Administrator”, 
TEACHER RETENTION & ATTRITION IN MISSOURI 93 
and approximately 13% selected “Support” (DESE, 2021). The next three most 
frequently selected options were “Stress/Overwhelmed,” “Student Needs/Behavior,” and 
“Parents,” with approximately 13%, 12%, and 6% respectively (DESE, 2021). 
To overcome this lack of further information and to determine common factors 
why teachers remain in their current position, this study designed a teacher survey 
modeled after the Ohio Department of Education’s Teacher Exit Survey (2011). 
According to their website, the Teacher Exit Survey is “intended to support local 
education agency needs in gathering both quantitative and qualitative data when a teacher 
leaves to help inform the district’s planning process” (Ohio Department of Education, 
2019).  
The survey created for this report first asked several basic demographic questions 
to gain a better understanding of the age, location, and experience of each respondent. 
These demographic questions also inquired the number of years the teacher has held their 
current position and worked in their current school. The final demographic question 
asked measured how frequently each participant considers leaving their current position.  
The remainder of the questionnaire was chunked into four broad categories of 
factors that influence retention and included Likert-scale type questions for each factor 
within the category. The four categories assessed were Lifestyle, Administrative, 
Workplace Environment, and Training, Programs, and Resources. Within the Lifestyle 
category were factors such as “live within the community,” “manageable workload,” and 
“comfortable commute from home.” For this category, there were a total of nine factors 
that composed the grid response question. In the Administrative section, respondents 
were asked to analyze factors such as “supportive school administration,” “clear 
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administrative leadership and expectations,” and “school administration values all 
employees.” Within this category were nine factors to be measured. For category three, 
Workplace Environment, there were 18 factors for rating which included “school 
culture,” “staff morale,” “student conduct or behavior,” and “opportunities for shared 
leadership.” The last of the four categories had factors such as “district mentoring,” 
“access to technology resources,” and “teacher induction program” in order to measure 
the impact of Training, Resources, and Program factors. In this final grid style question, 
there were nine factors for teachers to respond to. For all 45 factors across the four 
categories, respondents were asked to select whether each is a major, moderate, minor, or 
not a contributing factor in their decision to remain in their current position. After the 
Likert-style questions, teachers were asked the same concluding question as building 
leaders, to rank the five following factors from most important to least important: school 
culture, supportive administration, strong professional development, mentor program, and 
classroom autonomy. Furthermore, several questions throughout the survey were opened 
ended and offered teachers the opportunity to type their own response in order to gain 
insight directly from them. In order to view all 28 questions that comprised the survey, 
see Appendix E. 
The Teacher Retention Survey designed and implemented for this study was 
created in the online platform Qualtrics, took approximately ten to fifteen minutes for 
teachers to complete, and was sent via a website link to teachers via an email from the 
building leader or from the researcher when teacher emails were publicly available on 
school websites. Also, research proposals were sent to two additional school districts to 
survey 200 teachers from each district. One proposal was rejected citing they did not 
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want to overburden their teachers with surveys, while the other school district failed to 
respond to the request.  
Because the survey was designed to keep respondent identities anonymous, it did 
not collect emails or any other identifiable information. Furthermore, to add to the 
anonymity of the responses and to increase the participation rate, the first two questions 
that asked the name of the school and the name of the school district in which the teacher 
is employed were optional to complete. For these questions, 18 respondents left the 
school name blank and an additional nine teachers left both the school name and school 
district name blank. As a result, it is difficult to provide a count of the number of 
responses from each building and each district with 100% accuracy. Furthermore, 
because the survey was sent by the building leader to staff in many cases, it is difficult to 
determine the total number of teachers that the survey was delivered to. As a result, 
statistics such as sample population and response rate were not able to be calculated for 
this study. In total, there were 140 responses to the survey. Of these 140 responses, 
seventeen were incomplete and thus removed from the data. The results section below 
analyzes these 123 complete responses. 
Results 
The Results section of this study is broken down into the following subsections 
that follow the survey design:  Demographic Questions, Lifestyle Factors, Administration 
Factors, Workplace Environment Factors, and Training, Resources, and Program Factors, 
and finally, Ranking Question Response. 
Demographic Questions 
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Tables 7 through 15 below explore the demographic data of the 123 respondents. 
As seen in Table 7, the majority of teachers that responded to the survey, 67.48%, are 
between the ages of 35 and 54 as 43 teachers were in the 35 to 44 range and 40 teachers 
were in the 45-54 bracket. The results included no teachers that were over the age of 64 
and the second smallest category of teachers was the 18 to 24 range with only three 
teachers in that category. The third and fourth most represented age brackets were 25 to 
34 and 55 to 64, with 28 and nine teachers respectively.  
Table 7 
Age Bracket of Respondents 
 18-24 25-34 35-44 45-54 55-64 65-74 65+ 
Response 
Count 
3 28 43 40 9 0 0 
Percentage 2.44 22.76 34.96 32.52 7.32 0 0 
 
 When looking at the distribution of respondents by total years of teaching 
experience as shown in Table 8, the largest bracket of those that completed the survey 
have 20 or more years of teaching experience (36 teachers). The second most populated 
category is 11-15 years of experience, as there are 30 teachers that fall in this range. The 
remaining order is as follows; 6-10 years (23 teachers), 16-20 years (15 teachers), 3-5 
years (12 teachers), 1-2 years (4 teachers), and finally, less than 1 year (3 teachers). The 
fact that approximately 66% of the teachers that participated in the study have more than 
11 years of experience is not surprising considering the success of the schools and 
districts in which they are employed at retaining teachers. 
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Table 8 
Years Employed as a Teacher 
 <1 1-2 3-5 6-10 11-15 16-20 20+ 
Response 
Count 
3 4 12 23 30 15 36 
Percentage 2.44 3.25 9.76 18.7 24.39 12.2 29.27 
 
For further analysis of the years of teaching experience of the survey respondents, 
see Table 9 below which includes the years of teaching experience broken down by age. 
As can be seen in the table, there are relatively few outliers in regards to years of 
experience and age. Based on the data, only approximately 14 of the 123 teachers began 
their careers in education relatively late when comparing their age to years of teaching. 
Table 9 
Years Employed as a Teacher by Age Bracket 
Age 
Bracket 
<1  1-2 3-5 6-10 11-15 16-20 20+ TOTAL 
18-24 1 1 1 0 0 0 0 3 
25-34 2 2 8 13 3 0 0 28 
35-44 0 1 2 6 21 12 1 43 
45-54 0 0 1 4 4 3 28 40 
55-64 0 0 0 0 2 0 7 9 
65-74 0 0 0 0 0 0 0 0 
74+ 0 0 0 0 0 0 0 0 
TOTAL 3 4 12 23 30 15 36 123 
 
 For analysis of the tenure of each teacher in their current school, see Table 10 
below. Of the 123 participants, 47 (38.2%) have worked in their current school for five 
years or less, 35 (28.5%) for six to ten years, and 41(33.3%) for eleven or more years. 
The most populous bracket of respondents was 6-10 years of employment in their current 
schools with 35 teachers selecting this option. Due to the high rates of teacher retention in 
TEACHER RETENTION & ATTRITION IN MISSOURI 98 
each of these buildings, it is somewhat surprising that so many of the teachers surveyed 
are within their first five years of employment at their current school. This shows higher 
rates of mobility than expected, but this could be due to natural attrition as a result of 
factors such as retirement of previous staff, or could be caused by an increase in staffing 
needs as a result of factors such as an increase in student population. 
Table 10 
Years Employed as a Teacher in Current School 
 <1 1-2 3-5 6-10 11-15 16-20 20+ 
Response 
Count 
15 15 17 35 20 12 9 
Percentage 12.2 12.2 13.82 28.46 16.26 9.76 7.32 
 
Table 11 represents the number of teachers that are currently employed in 
elementary, middle, or high school buildings and completed the survey. At the K-5 level, 
26 of 123 teachers that participated in the study work in this type of setting. For the upper 
grades, there is a relatively even distribution across grades 6-8 and 9-12, with 49 teachers 
(39.84%) in a 6-8 setting and 43 teachers (34.96%) in secondary classrooms. Five 
additional teachers also selected the “Other” option in response to this question. This 
distribution is consistent with the buildings that were selected for the study as three of the 
buildings primarily serve students K-5, six primarily serve students grades 6-8, and three 
are high schools that serve students grades 9-12. 
Table 11 
Grade Band of Current School 
 K-5 6-8 9-12 Other 
Response Count 26 49 43 5 
Percentage 21.14 39.84 34.96 4.07 
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The final question in the demographics section of the Teacher Retention Survey 
created for this study asked respondents to consider how frequently they seriously 
consider leaving their current position. The following four tables, Tables 12 through 15, 
display the responses to this question broken down in a variety of formats. First, Table 12 
provides a basic overview of the responses for all 123 participants. As evident in the 
table, 50 (40.65%) of teachers surveyed have never seriously considered leaving their 
current position while 73 (59.35%) do. Of those that consider leaving, 24 (19.51%) do so 
once or twice a school year, 41 (33.33%) do so occasionally, and 8 (6.5%) do so 
frequently.  
When breaking the data down further by age bracket as seen in Table 13, several 
important characteristics stand out. First, even though the sample size is limited to just 
three respondents between the ages of 18 to 24 who are likely in their first year or two of 
teaching, two of the three teachers occasionally consider leaving their current position. 
This is notable because this figure of 66.67% is twice the rate that teachers within their 
first three years of teaching in the state of Missouri actually vacate their position. The 
percent of teachers that seriously consider leaving their current positions drops between 
the ages of 25 and 34 to 42.86% and then rises substantially to 67.44% between the ages 
of 35 and 44. From there it drops by ten percentage points for the 45 to 54 age bracket, 
but sees a steady climb once again to 77.77% for those between the ages of 55 and 64. 
The spike for the 35 to 44-year-old age bracket needs to be investigated further as the 
reason for the spike within the last age group represented is likely due to respondents 
nearing retirement. 
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Next, Table 14 displays the frequency a respondent considers leaving their 
position broken out by years of teaching experience. Once again, because there is such a 
variation in the number of respondents in each category, the table displays percentages 
rather than direct counts. As can be seen in this table, there is a significant jump in those 
that seriously consider leaving from years 3-5 in teaching, 42.86%, to approximately 70% 
for those in years 6-10. This means that nearly 30% more teachers in years six through 
ten consider leaving their position than teachers in years three through five. Another 
spike can also be seen in years 16-20 as the percent that seriously consider leaving jumps 
from 53.33% for years 11-15 to 86.67% for years 16-20. As with the previous spike 
mentioned, this is a rise in over 30% of teachers that seriously consider leaving. This, like 
the spike mentioned in the previous paragraph, could be attributed to respondents 
approaching retirement. Also of note, is the percentage of participants in the study that 
seriously consider leaving and are in their first five years of teaching is similar to state 
retention data despite the success of these schools and districts at retaining teachers. For 
instance, as noted previously, 35.9% of Missouri public school teachers leave their 
positions within the first three years and 52% do so within the first five years. In this 
study, teachers with five years or less of teaching experience consider leaving at a rate of 
36%. Although the sample size is small, with only 19 teachers with five years or less of 
teaching experience, it is interesting how congruent the study’s findings are with state 
data, especially when you consider the overall success of these schools and districts at 
keeping teachers in the classroom. Granted, for the purpose of this study the question 
asks only if you consider leaving, while state data tracks those that actually do, but 
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further investigation into this matter would be interesting as it points to the challenging 
and constant demands of the profession across all schools and districts. 
Finally, Table 15 measures the frequency of which respondents seriously consider 
leaving their current position in relation to the number of years that they have been 
employed in their current school. The percent of those surveyed that seriously consider 
leaving steadily rises over the first five years to a peak of 70.59% for that have been in 
their current buildings for three to five years. From here, the percentage drops and hovers 
around 65.5% for the next three brackets (6-10, 11-15, 16-20) before rising once again to 
77.78% for those that have been in their current building for twenty or more years. Of 
concern here is the three to five-year statistic, as much of the literature shows this time 
period is a critical juncture where many teachers make the decision to leave their current 
schools or the field of education entirely. Furthermore, this statistic is troubling because 
this study only surveyed those in buildings and districts that have high rates of retention 
so this percentage is likely higher in schools and districts that are not as successful at 
retaining teachers. Once again, the data from this survey suggests the need to improve 
programs, policies, and practices to keep these individuals in the classroom. 
Table 12 
Frequency Respondent has Seriously Considered Leaving Current Position 
 Never 
Once or Twice a School 
Year 
Occasionally Frequently 
Response Count 50 24 41 8 
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Table 13 




Once or Twice 







18-24 1 0 2 0 3 66.67 
25-34 16 5 5 3 28 42.86 
35-44 14 14 13 3 43 67.44 
45-54 17 3 17 3 40 57.50 
55-64 2 2 4 1 9 77.77 
Note. Figures in columns 2 through 5 represent the number of times that option was selected by participants. The Total column 
represents the number of teachers in that age bracket. The 65-74 and 74+ age brackets were eliminated as there were no respondents 
within these age ranges. 
Table 14 













< 1 3 0 0 0 3 0.00 
1-2 2 0 2 0 4 50.00 
3-5 7 2 3 0 12 41.67 
6-10 7 7 6 3 23 69.56 
11-15 14 9 6 1 30 53.33 
16-20 2 4 8 1 15 86.67 
20+ 15 2 16 3 36 58.33 
Note. Figures in columns 2 through 5 represent the number of times that option was selected by participants. 
Table 15 













< 1 12 0 1 2 15 20.00 
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1-2 8 4 3 0 15 46.67 
3-5 5 3 8 1 17 70.59 
6-10 12 9 11 3 35 65.71 
11-15 7 5 6 2 20 65.00 
16-20 4 3 5 0 12 66.67 
20+ 2 0 7 0 9 77.78 
Note. Figures in columns 2 through 5 represent the number of times that option was selected by participants. 
As a follow-up question for those that selected an option other than never, 
respondents were asked to provide an explanation in their own words as to why they have 
in the past or are currently seriously considering leaving their positions. All 73 
respondents that selected one of these options provided a written response and the 
majority of them fell within three categories, lack of teacher voice, lack of administrative 
support, and the increasing demands and lack of time that teachers have relative to the 
amount of work required to successfully educate all students. For example, in the lack of 
teacher voice category, multiple teachers expressed opinions such as “My voice and 
concerns [as a teacher] are not taken into account” and one teacher summarized these 
feeling best by stating, “I get discouraged by the ways those making decisions, be it at my 
school, district, state or national level, rarely take into account teacher voices.” In regards 
to lack of administrative support, many teachers cited a general lack of support by 
statements such as “I don’t feel supported by administration,” “I don’t feel supported as a 
new teacher,” and “The lack of leadership in both our district offices and the building in 
which I teach.” Other were more specific in their responses and cited a lack of support in 
specific areas such as in dealing with behavior and student discipline, catering to the 
demands of parents, and not providing materials or resources required to provide an 
adequate level of instruction. The last bucket of responses, those that were grouped 
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around a theme of lack of time and increasing demands, is best summarized by quotes 
such as: 
Meetings, duties, paperwork, and other expectations of teachers that are not 
directly connected to the day-to-day teaching and support of students. These tasks 
feel like they take away from student learning and planning time for how to best 
support kids. 
And 
The expectations for teachers seem to increase every year with nothing taken off 
our plates. At times this feels very overwhelming. Add to that, no support from 
building administration and there have been a few times that looking for a 
different occupation seemed the best option 
Or as one teacher stated succinctly, “Our work loads and responsibilities keep 
increasing, yet time and money don’t. I care more about time.” 
Lifestyle Factors 
The first category of factors that survey takers were asked to evaluate that likely 
contribute to their decision to remain in their current position were lifestyle factors. 
Overall, these factors likely cannot be influenced by the school district or school itself 
and are more related to the background or current life status of the individual 
respondents. For instance, the factor “Attended the school as a student” is entirely 
dependent on where the teacher went to school many years prior, while the factor 
“Comfortable commute from home” is dependent on where the teacher currently resides. 
While these both may be factors that influence some individuals to remain in their current 
positions, these cannot be broadly applied across a large scale and are factors that a 
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school or district has little to no influence over. Regardless, factors such as these are still 
important to measure because corresponding data could show that much of what keeps 
teachers in the classroom is actually outside of the control of the school or school district.  
The lifestyle category question was presented in a grid format with nine different 
factors that each had to be rated as a major, moderate, minor, or not a contributing factor 
in a teacher’s decision to remain in their current position. The nine factors as well as their 
influence can be seen below in Table 16 and Figure 5. 
Overall, the factors in this category achieved fairly low average scores in 
comparison to factors in the other three categories. The average for each factor was 
calculated by assigning point values to each of the major (4 points), moderate (3 points), 
minor (2 points), and not a contributing factor (1 point) options. Next, the number of 
times that option was selected by respondents was multiplied for the point value and 
added to this total point value for the other three columns. Lastly, this grand total of point 
values in all columns was divided by the number of responses for that factor. As an 
example, shown below is the average score calculation for the factor “Comfortable 
commute from home”: 
Formula: ((Major Count * 4) + (Moderate Count *3) + (Minor Count *2) + (Not 
a Contributing Factor Count*1)) / Number of Responses 
Example: ((44*4) + (40*3) + (25*2) + (14*1)) / 123 = 2.93 
The highest average score for a factor in the Lifestyle category was 2.93 while the lowest 
was 1.21. Across the entire category, the highest percentage that an option was selected 
as a major contributing factor in their decision to remain in their current positions was 
35% (Comfortable commute from home), and only four of the nine factors were rated as 
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having more than 50% of respondents select major or moderate ratings for that factor 
(Comfortable commute from home, work life balance, Manageable workload, Feel a 
connection to the community). Furthermore, this is the only category that did not have a 
factor with an average score of 3.00 or higher and only four factors were rated with an 
average score of higher than two. The global average for the Lifestyle category of factors 
was 2.12. 
Table 16 
Lifestyle Factors Responses by Count 







44 40 25 14 2.93 
Work life balance 39 37 20 17 2.88 
Manageable workload 37 42 23 20 2.79 
Feel a connection to the 
community 
36 43 23 21 2.76 
Your children attend the 
same or other schools in 
the district 
23 17 5 78 1.88 
Live within the district 23 13 9 77 1.84 
Tuition reimbursement 
for higher education 
6 22 30 65 1.74 
Attended the school as a 
student 
1 8 3 110 1.17 
Attended another school 
in the district as a student 
0 6 4 112 1.21 
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Figure 5 
Lifestyle Factors Responses by Count 
 
 
The top two factors in the Lifestyle category that have the highest impact on a 
teacher remaining in their current position according to this survey are a comfortable 
commute from home and a work life balance. Each of these factors had an average score 
close to three and were the two factors most frequently selected to have a major influence 
on a teacher’s decision to stay. This finding is significant because only one of these 
factors, work life balance, can be influenced by schools and their leaders. The other, 
comfortable commute from home, is dependent on where a teacher lives and is largely 
outside of the control of a school or district as the locations of physical buildings are 
unlikely to change. Furthermore, what constitutes a comfortable commute is subjective to 
each individual. 
Further analysis of these top two factors revealed several interesting takeaways. 
First, for a closer look at “Comfortable commute from home”, see Tables 17 and 18. 
When filtering this factor by the age bracket of respondents, Table 17, almost all that 
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selected this factor as a major influence on their decision are in the middle three age 
brackets. In fact, no respondent between the ages of 18 and 24 reported this to be a major 
factor and only one of the nine respondents in the 55 to 64 age did so. More telling was 
breaking the comfortable commute factor out by the number of years of teaching 
experience (Table 18). Of importance here is that all 19 respondents that have five years 
or fewer of teaching experience noted that a comfortable commute is a contributing factor 
in their decision to remain in their current position. Not only did 100% of these 
individuals rate it as a factor, approximately 74% either chose it as a major or moderate 
factor. This finding is important because it shows that new teachers are less willing to 
travel further distances to find employment, and if they do, are more likely to consider 
leaving for employment closer to home.  
Table 17 
Comfortable Commute by Age Bracket 
Age 
Bracket 





18-24 0 3 0 0 3 
25-34 12 11 4 1 28 
35-44 14 11 13 5 43 
45-54 17 14 5 4 40 
55-64 1 1 3 4 9 
 
Table 18 
Comfortable Commute by Years of Experience 
Years of 
Experience 





< 1 2 1 0 0 3 
1-2 2 2 0 0 4 
3-5 2 5 5 0 12 
TEACHER RETENTION & ATTRITION IN MISSOURI 109 
6-10 7 10 3 3 23 
11-15 14 8 6 2 30 
16-20 5 3 4 3 15 
20+ 12 11 7 6 36 
 
The second highest rated factor in the Lifestyle category was “Work life balance”. 
Further analysis by age bracket (Table 19) revealed that this factor was consistently rated 
across all age levels to be a major or moderate influence at a combined rate of about 66%. 
Of all age brackets, the group that rated work balance the highest was 55 to 64-year old’s, 
with 77.5% of teachers in this category rating it as either a major or moderate influence.  
Also of importance, is that all teachers that are in their first five years of teaching 
consider work life balance to be influential on their decision to remain in their current 
position (Table 20). Of the 19 teachers that fall in this experience band, not a single one 
of them selected “Not a contributing factor” for this Lifestyle component. Further 
examination of this experience level shows that 84% of the teachers within their first five 
years of teaching chose work life balance as either a major or moderate factor. When 
expanding this field to all survey respondents, approximately 70% rated this factor 
similarly. In other words, work life balance is important to over 2/3 of all teachers 
regardless of their experience level, but is especially important to those in the early stages 
of their career. 
Table 19 
Work Life Balance by Age Bracket 





18-24 1 1 1 0 3 
25-34 8 10 5 5 28 
35-44 12 17 8 6 43 
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45-54 14 17 5 4 40 
55-64 4 2 1 2 9 
 
Table 20 
Work Life Balance by Years of Experience 
Years of 
Experience 





< 1 2 1 0 0 3 
1-2 0 3 1 0 4 
3-5 4 6 2 0 36 
6-10 4 8 5 6 12 
11-15 11 11 5 3 23 
16-20 5 5 2 3 30 
20+ 13 13 5 5 15 
 
Administration Factors 
The Administration Factors category of the survey was presented to respondents 
in the same grid and Likert scale type format as the Lifestyle section. In this category 
were nine factors that could contribute to a teacher’s decision to remain in the classroom 
that assessed both school level and district level administrative qualities. Unlike the 
previous category, almost all of the Administration factors can actually be influenced or 
controlled by school or district leaders. For instance, school leaders can take actions to or 
design programs and policies that improve relationships, support teachers, and allow 
them to better understand the demands and roles of their staff members. Table 21 and 
Figure 6 below detail how each factor was appraised by teachers. 
Overall, the average for the category as a whole was 3.19, making it the highest 
rated of the four categories of the study. In other words, according to survey respondents, 
Administration factors contribute the most to a teacher’s decision to remain in their 
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current position. All but one of the factors within the category had an average score of 
3.00 or higher. And even that factor, “Relationship with district (central office) 
administration”, had over 50% of the respondents rate it as having a major or moderate 
influence on their career decisions. Furthermore, six of the nine factors that compose the 
administration category had at least 50% or more of the 123 respondents select major for 
their level of importance. Interestingly, the two lowest rated factors in the category, 
“Supportive district (central office) administration” and “Relationship with district 
(central office) administration”, were in regards to central office personnel. It is important 
to note that similar factors regarding building level administration, “Supportive school 
administration” and “Relationship with school administration”, were rated as the two 
most influential factors in the category. This shows the great influence and significance 
that building level leaders have on their teachers and should highlight the importance of 
central office personnel in hiring and retaining quality building level leaders. 
Table 21 
Administration Factors Responses by Count 







83 25 12 3 3.53 
Relationship with school 
administration 
65 35 18 5 3.30 
School administration cares 
about the same things I do 
65 35 15 8 3.28 
Support from 
administration regarding 
student behavior and 
conduct 
66 30 19 8 3.25 
School administration 
values all employees 
68 29 11 15 3.22 
Clear administrative 60 35 21 7 3.20 
TEACHER RETENTION & ATTRITION IN MISSOURI 112 
leadership and expectations 
School administration 
understands the demands 
and roles of staff 
61 34 20 8 3.20 
Supportive district (central 
office) administration 
56 36 17 14 3.09 
Relationship with district 
(central office) 
administration 
29 42 28 24 2.62 
TOTAL 553 301 161 92 3.19 
 
Figure 6 
Administration Factors Responses by Count 
 
 
According to survey respondents, the factor in the Administration category that 
has the most influence on their decision to remain in their current position is “Supportive 
school administration”. Overall, approximately 88% of those surveyed reported this 
factor to be a major or moderate influence in their decision-making process while only 
three of the 123 teachers, or 2.4%, selected “Not a contributing factor” for this stem. 
Further analysis of this factor broken out by age brackets of respondents (Table 22) 
reveals that school level administrative support is important and influential across all age 
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ranges as approximately 70% of each age bracket report it as a major contributing factor 
in career decisions. The age bracket that selected this factor as major most frequently was 
the 55 to 64-year-old group with 77.78% of these teachers choosing this option. Again, 
while this factor was rated as important to all age brackets, the group that most frequently 
chose major or moderate was teachers between the ages of 25 and 34 with over 96% of 
the 28 teachers selecting these two options. 
When looking at the supportive administration stem through the lens of years of 
teaching experience, once again we find that it is extremely important across all 
experience levels as approximately 70% in all categories rated supportive administration 
as a major factor in terms of career decision making (Table 23). This factor is particularly 
important to teachers within their first five years of teaching experience as fourteen of 
nineteen, or 74%, of these teachers chose it as a major contributing factor. Furthermore, 
only one of these nineteen teachers selected anything other than major or moderate for 
this stem. It was not until the 16-20 years of experience range that a teacher selected the 
option of not a contributing factor for this stem. As noted previously, there were only 
three respondents total that selected not a contributing factor, one from the 16-20 
demographic and two from the 20+ demographic. 
Table 22 
Supportive School Administration by Age Bracket 





18-24 2 0 1 0 3 
25-34 21 6 1 0 28 
35-44 27 8 7 1 43 
45-54 26 10 2 2 40 
55-64 7 1 1 0 9 
TEACHER RETENTION & ATTRITION IN MISSOURI 114 
Table 23 
Supportive School Administration by Years of Experience 
Years of 
Experience 





< 1 3 0 0 0 3 
1-2 3 0 1 0 4 
3-5 8 4 0 0 12 
6-10 15 6 2 0 23 
11-15 21 5 4 0 30 
16-20 10 2 2 1 15 
20+ 23 8 3 2 36 
 
Having a relationship with school administration is the second highest rated factor 
in the supportive administration category. Overall, 52.85% of respondents rated this 
factor as a major contributing factor in their decision to remain in their current position. 
Moreover, only about 4% of respondents rated this factor as having no influence on their 
decision. When filtering by age bracket (Table 24) having a relationship with school 
administration is very important to those at the beginning and end of their careers. 
Excluding the three respondent from the 18-24 age bracket, the brackets that had the 
highest percentage of respondents rate this factor as either a major or moderate 
contributing factor were the 56-64 age bracket and the 25-34 age bracket with 88.89% 
and 85.71% respectively. Additionally, only one person from each of the first three age 
groups selected that this factor is not a contributing factor in their career decisions. 
Furthermore, when filtering the responses to this stem by years of teaching 
experience (Table 25), you see that 100% of teachers in their first year of experience 
place high value on their relationship with school administration as all three selected it as 
a major contributing factor. While this sample size is small, it does indicate the 
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importance of building a relationship and providing support to those new to the 
profession. When expanding to five years or less of experience, eighteen of nineteen 
teachers, 94.7%, rated this factor as either a major or moderate influence. In fact, the 
group that had the highest percent response in the major or moderate category was 
teachers with three to five years of experience where 91.66% of teachers selected either 
of these options. Once again, these findings reveal the need for administration to 
purposely build relationships and provide support to new or beginning teachers. 
Table 24 
Relationship with School Administration by Age Bracket 





18-24 2 0 0 1 3 
25-34 17 7 3 1 28 
35-44 20 16 6 1 43 
45-54 20 10 8 2 40 
55-64 6 2 1 0 9 
  
Table 25 
Relationship with School Administration by Years of Experience 
Years of 
Experience 





< 1 3 0 0 0 3 
1-2 1 2 0 1 4 
3-5 7 4 1 0 12 
6-10 11 8 3 1 23 
11-15 18 7 5 0 30 
16-20 8 3 3 1 15 
20+ 17 11 6 2 36 
 
 
TEACHER RETENTION & ATTRITION IN MISSOURI 116 
Workplace Environment Factors 
The third category of the survey evaluated the impact of eighteen factors related 
to the Workplace Environment of teachers. This was the largest of the four categories and 
the broad spectrum of factors was designed to assess the value of a participant’s 
satisfaction with their workplace environment in their decision to remain in their current 
position for another academic year. The overall average score for all factors in the 
category was 2.99, making it the second highest rated of the four categories. None of the 
factors in this category had an average score below 2.25 and 50% of the factors in the 
category had an average score of 3 or higher. Furthermore, 15 of the 18 factors had over 
50% of respondents select that the factor was either a major or moderate contributing 
factor in their career decision making process. The two highest rated factors in this 
category were “Satisfied with teaching assignment and position” and “School culture”. 
For the results of all factors in this category, see Table 26 and Figure 7 below. 
Table 26 
Workplace Environment Factors by Count 





Satisfied with teaching 
assignment and position 
85 30 4 4 3.59 
School culture 77 33 10 3 3.50 
Classroom autonomy and 
freedom 
66 46 7 4 3.41 
Support from fellow teachers 71 31 12 8 3.35 
Relationship with peers 60 39 15 7 3.26 
Work environment supports 
personal growth 
49 47 18 9 3.11 
Staff morale 43 54 19 6 3.10 
Shared values across school 45 49 20 8 3.07 
Clear understanding of job 
expectations 
53 35 24 10 3.07 
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Policies support my needs as 
a teacher 
34 50 29 9 2.89 
Time to plan unites, lessons, 
and activities 
34 51 26 11 2.89 
Class size(s) 41 37 33 11 2.89 
Student conduct and 
behavior 
30 51 30 12 2.80 
Time to collaborate with my 
peers 
32 43 29 17 2.74 
Classrooms are physically 
comfortable 
36 38 25 24 2.70 
Recognition from 
administration 
20 46 39 17 2.57 
Opportunities for shared 
leadership 
25 37 39 21 2.54 
Opportunities for 
advancement 
14 40 41 28 2.33 
TOTAL 815 757 420 209 2.99 
 
Figure 7 
Workplace Environment Factors Responses by Count 
 
TEACHER RETENTION & ATTRITION IN MISSOURI 118 
The highest rated factor for this category and the survey as a whole was “Satisfied 
with teaching assignment and position” with an average score of 3.59. For this factor, 
69% of respondents said it was a major contributing factor, 24.4% selected the option of 
moderate contributing factor, and 3.3% of survey takers chose both the minor and not a 
contributing factor options. When analyzing this factor by age bracket (Table 27) all age 
brackets except for the 55-64 category had over 90% of respondents choose that it was 
either a major or moderate factor in their decision to remain in the classroom at their 
current school. In fact, only eight of the 123 teachers, or 6.5%, reported this factor to be a 
minor or not a contributing factor. This means that this factor is incredibly important 
across all age brackets. The two age brackets that had the highest percentage of major 
responses was the 18-24 age bracket and the 35-55 age bracket. While the first bracket is 
only composed of three teachers and 100% of them chose this option, more telling is the 
35-44 age group because it is largest group in the survey with 43 participants and 83% of 
them chose that it is a major contributing factor. 
Breaking the responses to this factor out by years of teaching experience also 
reveals several important takeaways (Table 28). First, satisfaction with teaching 
assignment and position is highly rated across all experience levels as all except for one 
group of teachers, 1-2 years, had over 85% of respondents in their bracket choose this 
factor as either a major or moderate influence. Furthermore, the first person to rate this 
stem as not a contributing factor in their decision to remain in their current position was 
in the 11-15 years of experience bracket. This means that 100% of respondents with 10 or 
fewer years of experience rated satisfaction with their assignment as a contributing factor. 
Of the 42 teacher that fall in this range of experience, 40 of them chose either major or 
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moderate. Overall, the age bracket that had the highest percent of respondents say this 
factor has a major influence on them is the 3-5 years of experience group with 83% of 
them responding in this fashion. 
Table 27 
Teaching Assignment Satisfaction by Age Bracket 





18-24 1 2 0 0 3 
25-34 15 11 2 0 28 
35-44 36 4 1 2 43 
45-54 28 11 0 1 40 
55-64 5 2 1 1 9 
 
Table 28 
Teaching Assignment Satisfaction by Years of Experience 
Years of 
Experience 





< 1 3 0 0 0 3 
1-2 2 2 0 0 4 
3-5 9 1 2 0 12 
6-10 13 8 2 0 23 
11-15 18 8 3 1 30 
16-20 10 4 0 1 15 
20+ 22 10 3 1 36 
 
The second highest rated factor in this category, “School culture”, had 62.6% of 
respondents select that it was a major factor, 26.8% select moderate, 8% minor, and 2.4% 
not believe that school culture contributes to their career decisions. Overall, this factor 
had an average score of 3.5 out of 4.00. Table 29 takes a closer look at the responses to 
this question filtered by age bracket. Of the 123 respondents, only 3 noted that this is not 
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a contributing factor in their decision to remain in their current position. Two of these 
respondents were in the 35-44 age group and the other was in the 45-54 age group. This 
means that school culture was consistently rated as a contributing factor across all 
teachers regardless of their age. In fact, all age brackets had over 75% of their members 
rate school culture as either major or moderate and most were around 90%.  
Similarly, when comparing the impact of school culture across experience levels 
(Table 30), it was consistently rated as a major or moderate influence across the board as 
all experience levels had over 80% of their members select this factor as either a major or 
moderate influence. The first teacher to say this factor does not contribute in their 
retention decision was in the 11-15 years of experience bracket. This means that 100% of 
teachers that are in their first 10 years of teaching stated this factor does indeed have an 
influence on their decision to stay at the same school. Furthermore, 89.5% of respondents 
that fit in this experience bracket chose either major or moderate for this stem. This 
means that building leaders should constantly be striving to improve or maintain a 
positive school culture because its impact on teachers is seen by all regardless of how 
long they have been teaching. 
Table 29 
School Culture by Age Bracket 





18-24 2 1 0 0 3 
25-34 17 7 4 0 28 
35-44 26 12 3 2 43 
45-54 27 10 2 1 40 
55-64 5 3 1 0 9 
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Table 30 
School Culture by Years of Experience 
Years of 
Experience 





< 1 3 0 0 0 3 
1-2 2 2 0 0 4 
3-5 9 1 2 0 12 
6-10 13 8 2 0 23 
11-15 18 8 3 1 30 
16-20 10 4 0 1 15 
20+ 22 10 3 1 36 
 
Training, Resources & Programs Factors 
Ranked third out of the four categories by a total average score of 2.40 out of 4.00 
was the Training, Resources, and Program category which contained both building level 
and district level factors. Of the nine factors in the category, two had an average rating of 
under 2.00 and only one was rated as 3.00 or higher. All of the factors in this category 
have the ability to be influenced by administration in some capacity. Interestingly, several 
of the factors in this category that were previously mentioned by building and district 
level leaders as having profound impacts on teacher retention were poorly rated by the 
teachers themselves. For instance, many of the district level leaders interviewed in for 
Research Question 1 cited their mentorship program and teacher professional 
development as reasons why people teachers stay in the district and classroom for so 
long. However, site-based mentoring, district mentoring, teacher induction program, and 
professional development represent the bottom four factors of the category. As seen in 
Table 31 and Figure 8 below, the two highest rated factors in this category were “Access 
to technology resources” and “Teaching resources and materials”. 
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Table 31 
Training, Resources, and Program Factor Responses by Count 





Access to technology 
resources 
42 53 15 13 3.01 
Teaching resources and 
materials 
33 47 22 21 2.75 
Professional development 
provided by the district 
20 46 33 24 2.50 
Training on how to 
successfully implement 
teaching resources and 
materials 
22 44 30 27 2.50 
Education and training 
prepared me to teach at this 
school 
22 40 36 25 2.48 
Professional development 
provided by the school 
21 44 26 32 2.44 
District mentoring 9 29 43 42 2.04 
Teacher induction program 8 29 38 48 1.98 
Site based mentoring 6 25 44 46 1.94 
TOTAL 183 357 287 278 2.40 
 
Figure 8 
Training, Resources, and Programs Factors Responses by Count 
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The highest rated factor in this category was “Access to technology resources” 
with an average score of 3.01. In terms of the influence of this strand on a teacher’s 
decision to remain in their current position, 34% selected major, 43.1% selected 
moderate, 12.3% selected minor, and only 10.7% selected not a contributing factor. Table 
32 below categorizes these responses by age bracket. On average, approximately 35% of 
respondents in each age bracket rated this factor as a major influence and a small 
percentage from each category noted that it is not a contributing factor in their decision-
making process. The two age brackets that had the highest percentage of respondents 
select either major or moderate was the 25-34 bracket and the 55-64 bracket with 85.71% 
and 88.89% respectively. This could be a result of younger teachers wanting to learn 
about and utilize a wider array of technological resources to enhance their instruction 
while older teachers want to better understand how to use these systems. 
Furthermore, when viewing this strand through the lens of years of teaching 
experience (Table 33) a similar pattern emerges where approximately 30% of 
respondents in each experience band rated this factor as a major influence. Overall, five 
of the seven experience ranges had over 70% of respondents select this factor was a 
major or moderate influence on their decision and the most frequently selected option 
was moderate influence. According to this survey, the group that values this factor the 
most is teachers with three to five years of experience as 91% of them rated this factor as 
a major or moderate influence. Again, this is likely because teachers in the early stages of 
their careers are still building their teaching toolbox and are typically more open to 
acquiring and utilizing more forms of technology. 
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Table 32 
Access to Technology by Age Bracket 





18-24 0 1 1 1 3 
25-34 10 14 3 1 28 
35-44 13 18 7 5 43 
45-54 16 15 4 5 40 
55-64 3 5 0 1 9 
 
Table 33 
Access to Technology by Years of Experience 
Years of 
Experience 





< 1 1 1 1 0 3 
1-2 1 1 1 1 4 
3-5 3 8 1 0 12 
6-10 7 12 3 1 23 
11-15 13 9 4 4 30 
16-20 5 7 1 2 15 
20+ 12 15 4 5 36 
 
The second highest rated factor in this category was “Teaching resources and 
materials”. In terms of the influence of this strand on a teacher’s decision to remain in 
their current position, 27% selected major, 38% selected moderate, 18% selected minor, 
and 17% selected not a contributing factor. Table 34 below categorizes these responses 
by age bracket. As can be seen across each age bracket, there was a fairly even 
distribution across all influence levels and the majority of respondents selected this factor 
as a moderate or minor influence in their decision. The age bracket that had the highest 
percentage of respondents select this factor as a major or moderate influence was the 25-
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34-year group with 75% of them doing so. Likely, this is because this group of teachers 
are still adding to their toolbox and consistently acquiring more resources and materials 
as they better understand their curriculum and content. Over time, as teachers age and 
gain more years of experience, the percentage that chose this option as a major or 
moderate factor decreases to only 44% for 55-64-year age bracket. Also of interest, is that 
for two groups, the 35-44 and 55-64, the responses across each level of influence were 
fairly evenly distributed. 
When looking at this strand through the lens of years of teaching experience 
(Table 35) lower than 30% of respondents in six of the seven experience levels rated this 
strand as a major influence. The majority of respondents, particularly those in the 3-5 
years of experience band, rated this factor as a moderate influence. Furthermore, all 
except for one of the nineteen respondents in their first five years of teaching selected 
that teaching resources contributes to their decision to remain in their current positions. 
As mentioned with viewing this strand by age bracket, when filtering by years of 
experience, as the years in teaching increase the influence of this factor continually 
decreases. This means that once again as teachers become more experienced in their 
position, they more likely rely less on the materials themselves and are more the drivers 
of their own curriculum and content. 
Table 34 
Teaching Resources by Age Bracket 





18-24 0 2 0 1 3 
25-34 10 11 5 2 28 
35-44 9 17 10 7 43 
TEACHER RETENTION & ATTRITION IN MISSOURI 126 
45-54 11 16 5 8 40 
55-64 3 1 2 3 9 
 
Table 35 
Teaching Resources by Years of Experience 
Years of 
Experience 





< 1 0 2 1 0 3 
1-2 1 1 1 1 4 
3-5 3 6 3 0 12 
6-10 6 10 5 2 23 
11-15 10 11 4 5 30 
16-20 4 6 2 3 15 
20+ 9 11 6 10 36 
 
The overall results for every factor from all categories can be seen in Appendix F 
in table form and in Appendix G in graphic form. It is important to note the breakdown of 
the top 20 overall rated factors in that 10 are from the Workplace Environment category, 
eight of the nine total from the Administration category are present, and only one each 
from the Lifestyle and Training, Resources, and Programs category are represented. This 
shows the profound impact that both the administration and workplace environment have 
on a teacher’s decision to remain in their current position. Also of importance is that the 
lowest five rated factors all come from the Lifestyle category and four of them largely 
have to deal with where the teacher currently resides or where they lived during their 
school age years. Again, this finding shows that the programs, policies and practices that 
can be adjusted and influenced by school leaders and their districts are the ones that have 
the most influence on the career path of a teacher. This means that according to this 
survey, teacher attrition and retention is something that people and systems within 
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education have the ability to influence and the problem can be reduced by finding and 
implementing the right programs, policies, practices and structures. 
Ranking Question Response 
After completing the grid style questions for each category, respondents were 
asked to rank five factors from most important (1) to least important (5) in terms of 
teacher retention, just as building leaders were. The results of this question can be seen in 
Table 36 and Figure 9 below, as well as in Appendix H. Of the five factors, the most 
important according to the teachers surveyed with an average score of 2.12 is supportive 
administration. Remember, for this rank response question, the closer to one the score is, 
the more important the factor is. Next was school culture with an average score of 2.15, 
classroom autonomy with an average score of 2.83, followed by strong professional 
development and teacher mentor program with average scores of 3.71 and 4.19 
respectively. While there was more variance in this data than with the building level 
leaders, the majority of teachers still chose supportive administration or school culture as 
the top two most influential factors. In fact, 36% of teachers chose supportive 
administration as the first most important factor and 33.3% chose this option as the 
second most important factor. Combined, this means approximately 69% of teachers 
chose this as their first or second most influential factor. Similarly, school culture was 
selected first by 29.5% of respondents and second by 41.5% of respondents. Again, as 
with school administration, about 70% of respondents rated this factor as their first or 
second choice. Overall, however, in contrast with building leaders who chose school 
culture as the most important factor, on average, teachers selected supportive 
administration as the top choice. In further contrast with building leaders, teachers 
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selected classroom autonomy as the clear third most important factor whereas 
administration had this option tied with professional development. It is interesting to note 
that about one in every five teachers surveyed chose classroom autonomy as the first 
most important factor regarding teacher retention. Furthermore, 31% of teachers had this 
option in their first two making it more highly valued amongst the teacher group than the 
building leader group where only two leaders, or 16%, had it rated in their top two. 
Ultimately, this led to an average score difference of .84 points between the 
administrative group and the teacher group as teachers place a higher emphasis on the 
importance of classroom autonomy than administrators. Lastly, both groups chose teacher 
mentor programs as the least important factor. Again, this does not mean that teacher 
mentor programs are not impactful as 13% of teachers did choose this option as their first 
or second most influential factor, it just means that of the five options given, these two 
were consistently rated the least important by the majority of respondents. 
Table 36 
Teacher Ranking Question Response by Factor 
 1 2 3 4 5 Average 
Supportive 
Administration 
44 41 23 9 6 2.12 
School Culture 36 51 21 11 4 2.15 
Classroom 
Autonomy 




6 11 15 72 19 3.71 
Teacher Mentor 
Program 
10 6 13 16 78 4.19 
Note. Each cell displays the count, or number of times that option was selected. For example, Supportive administration was chosen as 
the most important factor 44 times. The Average column displays the average score for that factor for all 123 respondents. 
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Figure 9 
Teacher Ranking Question Response by Factor 
 
 
When reviewing the data through the lens of age, several interesting points 
regarding each factor are revealed and can be seen in Appendix I. First, for the School 
Culture category, the age bracket that rated it as the most important factor most often was 
the 45-54 age group (40%). The next highest percentage came from the 25-34 years old’s 
as 35.71% of this group chose it as the first option and an equal percentage chose it as the 
second option. The group between these two, the 35-44 age group, had the majority of its 
respondents choose this category as the second most important factor. This age group 
primarily chose supportive administration as the most important factor with 46% 
selecting this factor first. The variance here is significant because it allowed the average 
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score for the first two categories for teachers to be much closer than the difference 
between the top two categories for the building leaders. This gap for teachers was only 
.03 points whereas for administrators it was 1.09. In other words, teachers place a higher 
emphasis on supportive administration and less of an emphasis on school culture when 
making decisions about their careers. 
When reviewing the data for the strong professional development factor, the 
results support the average score category as it was primarily selected as the fourth 
ranked option by an average of 64% across each bracket. Furthermore, it is interesting to 
note that building leaders and teachers had a fairly consistent average score for this factor 
with only a slight difference of .04 points between the average scores for both groups. 
The data would suggest that of the three levels of education that comprise the study, 
district level administration places the highest value on professional development as a 
reason why teachers remain in the classroom. 
Of importance from the classroom autonomy factor is that with the exception of 
the 18-24-year-old age group that only had three members, those older than 35 years of 
age had higher rates of teachers select this option as the first or second most important 
factor. As can be seen in Appendix I, the 25-34-year group only had 20% of respondents 
select classroom autonomy in their top two while 33% or higher of the next three age 
brackets did so. Furthermore, one in five teachers from the 35-44 age bracket chose 
classroom autonomy as the most important factor. Essentially, this data suggests that as 
teachers become more advanced in age, the more they value classroom autonomy. 
Lastly, when looking at the teacher mentor program ratings by age bracket, it is 
interesting to note that approximately 60% of teachers younger than 34 ranked this factor 
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as the least important. Most often teachers begin their careers at a younger age, thus 
teacher mentor programs are designed to provide support to younger teachers. What the 
data from this survey suggest, however, is that those that the program is designed for, 
younger teachers, don’t actually value this factor as much in comparison to other factors.  
Similarly, several key takeaways for each factor were uncovered when the 
responses to the ranking question were broken out by years of experience as seen in 
Appendix J. First, the school culture factor was most often ranked as the most important 
factor (1) by those at the beginning and end of their careers. For instance, the percentage 
that rated school culture first starts at 66% for those with less than one year of 
experience, then consistently drops to a low of 16% for those with 11-15 years of 
experience, and then steadily rises to 38.89% for those with twenty or more years of 
experience. This shows that school culture is higher valued by those who are just starting 
their careers as well as those that are towards the end of their careers. 
The data from this breakout also reveals that teachers in the middle of their 
careers, in the 6 to 15 years of experience range, place a higher emphasis on the value of 
supportive administration in their career decision making than other age group as they 
more consistently rated supportive administration as the most important factor. In fact, 
50% of teachers in the 11-15 years of experience band rated supportive administration as 
the top option. For the other experience brackets, there is almost a precisely even split 
between those that rated school culture or supportive administration as their top options.  
Another reason why there was a dip in the value placed on school culture for 
those in the middle of their careers is because approximately 35% of teachers in the 6-10 
years of experience bracket rated strong professional development as one of their top two 
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factors. This is a much higher percentage of teachers than in other experience levels, 
because if you disregard the data for the three teachers in their first year of teaching, the 
next highest category that ranked professional development in their top two are those 
with 16-20 years of experience with only 20% of teachers doing so. This means that those 
in the 6 to 10 years of experience range value professional development more than any 
other experience group. 
Moreover, those in the 6-10-year range also place a higher value on the teacher 
mentor program than other groups as approximately 22% of these teachers rated this as 
the most important factor in relation to teacher retention. Interestingly, only one of the 
nineteen teachers with five years of experience or less selected this option as the most 
important factor. Again, this data suggests that the group that teacher mentor programs 
are designed to help and support the most are not actually valued as much by them in 
comparison to other groups with more experience. Further study in this area is required, 
as it may be that those in the 6-10 years of experience range are often asked to be the 
mentors and thus place a higher emphasis on its value than mentees. Or, conversely, 
perhaps these teachers have just completed a mentor program and due to the recency of 
the program, find it more influential in their decision to remain in the classroom. 
Finally, when viewing the classroom autonomy results by experience level, a 
similar pattern emerged as when filtering by age bracket in that as teachers gain more 
experience, they place a higher value on classroom autonomy. This is evident as 
approximately 30% of teachers in years 6-10 rated classroom autonomy as their top 
option, 33% of teachers in years 11-15 rated it in their top two options, and over 40% of 
teachers with twenty or more years of experience did the same. 
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Recommendations and Conclusions 
As the results of the Teacher Retention Survey used for this study highlight, 
teacher attrition is an issue that needs to be addressed, even in schools and districts that 
successfully retain teachers relative to other schools and districts in the state of Missouri. 
This is apparent as over 60% of the teachers surveyed for this study consider leaving their 
current positions. Again, those surveyed teach in schools and districts that are some of the 
best in the state at retaining teachers and still over half of their teaching staff considers 
leaving their positions. As a result, it is reasonable to conclude that this figure is even 
higher in other schools and districts across the state that are not as successful at retaining 
teachers. Furthermore, the data from this study support the finding that there needs to be 
additional supports and programs designed specifically for teachers in their first five 
years of teaching even though school culture and administrative support seem to matter 
the most to this subset of teachers. In addition to this, however, the data suggests that 
schools and districts also need to design and implement programs for teachers in the 
middle of their careers between the ages of 35 and 44 because two out of three teachers 
within this age range consider leaving their current positions. While some level of 
thinking about leaving is normal, programs and supports also need to target teachers with 
6-10 years of experience and teachers with 16-20 years of experience as approximately 
70% and 86%, respectively, of teachers in these ranges consider leaving their current 
positions. 
The remainder of this section is organized around the main factors that were 
identified in the first level of research and then ranked by both building level leaders and 
teachers in research levels two and three. For this section, they are ordered from most 
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important to least imported as ranked by teachers. This means that although each school 
building and district is unique, it is recommended that schools, districts, and their leaders 
implement practices, programs and policies in the order of importance below if they want 
to start with those that are going to likely have the largest impact on teachers first.  
Supportive Administration 
The factor identified across all age brackets and experiences bands of teachers as 
having the largest influence on their decision to remain in their current position is 
supportive school administration. Because of this, it is imperative that building leaders 
know, understand, and take the time to support their staff. In order to make sure this 
happens, school districts should first place an emphasis on hiring administrators that 
either have a proven track record of supporting teachers or have the ability to clearly 
articulate or plan how they will do so in an administrative position. Several questions 
throughout the interview process should be asked around this topic and prospective 
administrators should be asked to provide examples of how they have supported teachers 
in the past or how they would support teachers in a given scenario. A higher value should 
be placed on these responses than responses to other questions that explore other topics. 
Second, school districts should require or encourage building leaders to attend 
trainings, conferences, workshops, or other forms of professional development that 
increase their capacity to support teachers. At the very least, district level administrators 
should work with building leaders to explore this topic and formulate yearly action plans 
that explain how school leaders are going to provide support to their teachers. Just as 
teachers are expected to grow in areas that are critical to the success of students, 
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administrators should also be expected to grow in areas that are critical to the success of 
teachers. 
At the building level, it is critical that school leaders dedicate both time and 
resources to supporting their teachers and staff. Because teachers work in relative 
isolation in their classrooms and administrators often do the same in their offices, it can 
be easy for administrators to assume that teachers do not need further support, especially 
those that do not venture to the office often. As a result, administrators must take the time 
to be visible and present in classrooms and hallways as often as possible.  
In addition to creating a culture of connection and belonging as mentioned in the 
recommendations section for Chapter 2, building leaders should be active participants in 
this culture and work to not only connect others in the building with one another, but also 
work to connect themselves with each of their teachers. While a natural hierarchy does 
exist between teachers and administrators as a result of differences in job titles and 
responsibilities, administrators should work to minimize the effects of this gap by 
building relationships and connection so that teachers know and feel comfortable going to 
school leadership with concerns or for support. 
In terms of resources, administrators should actively seek out books, journals, or 
other literature that help them better understand how to support teachers. Furthermore, 
building administrators should set aside portions of the school budget to be used solely to 
provide support to teachers. For instance, if a teacher wants to better understand how to 
implement cooperative learning strategies, the building leader could use funds from this 
account to buy them a book about Kagan structures. While this may seem like a small 
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gesture, it shows that the building leader cares about the growth of their teacher and 
actively works to support them in this growth. 
School Culture 
The second focus area that school and district leaders should work on to improve 
teacher retention is school culture. While this may seem like an obvious recommendation, 
it is easy to see how this crucial facet of a school can be overlooked with all of the other 
pressures, responsibilities, and areas of a school that require the attention and detail of 
administrators including budgets, student discipline, test scores, teacher evaluations, and 
so on. However easy the culture of a building may be to overlook, school and district 
leaders simply cannot afford to do so because of the major influence that it has on a 
teacher’s decision to remain in their current position. As written by one teacher that took 
the survey, “The number one reason that I remain in my position is the building morale. 
The relationships and positive attitudes from the staff and administration in our building 
is amazing!” This respondent is not alone in this sentiment as approximately 63% of all 
teachers that completed the survey rated school culture as having a major influence on 
their career decisions. Furthermore, school culture matters to people much more than 
trainings or professional development that is offered and was the second highest rated of 
all 45 factors in the Teacher Retention Survey. In short, people want to feel a sense of 
belonging and connection to where they work and will put up with deficiencies in other 
areas to be a part of a culture that cares for them and their growth. 
According to the survey, one way that that building leaders can promote a positive 
school culture is by placing teachers in their preferred assignments and positions 
whenever possible. This factor was rated as a major contributing factor in a teacher’s 
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decision to remain in their current position more than any other factor with close to 70% 
of teachers doing so. Moreover, when you add the number of teachers that rated this 
factor as a moderate influence to this total, the percentage of teachers that selected one of 
these top two options jumps to 93.5%. When teachers are satisfied in the classroom and 
course assignments, they likely carry this satisfaction with them to other parts of the 
school environment. 
Building leaders can also improve a school’s culture by creating an environment 
where teachers actively work to support one another rather than view each other as 
competition. Building Leader 4 accomplished this by leading his teachers through 
building wide professional development over the course of several years that focused on 
dignity and recognizing individual humanity (personal communication, January 22, 
2021). In these training sessions, he worked with teachers to “see every human being as a 
human being” and presume positive intent even when the actions of others frustrate them 
(Building Leader 4, personal communication, January 22, 2021). 
Classroom Autonomy 
Another area of value to teachers that influences their decision to remain in their 
current position is classroom autonomy. This was the fifth highest rated of the 45 factors 
that composed the grid questions on the Teacher Retention Survey and was selected as a 
major influence by approximately 58% of respondents. Furthermore, classroom 
autonomy was rated as the most influential of the five factors in the ranking response 
question by 21% of teachers. In short, teachers value freedom and the ability to teach 
their classes without too many restraints placed on them by administration or other 
barriers such as common assessments or pacing guides. 
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In regards to classroom autonomy, building leaders must walk a fine line in 
allowing freedom were possible, but not allowing this freedom to negatively impact 
student learning or progress. Furthermore, providing autonomy does not mean that 
leaders can be hands off in other areas, as the data show that teachers highly value a 
supportive administration. This is reflected in the words of one teacher that wrote in the 
survey 
I’m treated as a professional and given the autonomy I need to do my job 
effectively as I see fit. My administration ALWAYS has my back, and if there’s 
an issue, I can be confident that my opinion will be heard and trusted. 
 As mentioned previously, because autonomy is an abstract concept, building 
leaders need to clearly define and provide their teachers with examples of what autonomy 
looks like and feels like in their buildings. In other words, building leaders need to set 
boundaries and clearly articulate the areas where teachers have more freedom and the 
areas where there needs to be more uniformity. Often, these parameters and structures 
allow teachers to be creative and innovative and keep teachers from being paralyzed by 
an absence of rules.  
 Lastly, classroom autonomy is important because as noted by Building Leader 2, 
when teachers have autonomy, they often turn this over to students to allow more student 
choice and voice in the classroom (personal communication, February 5, 2021). A similar 
finding is expressed by Smith and Waller (2020) as they wrote, “When teachers feel safe 
to take risks in the classroom, they can then feel the freedom to allow their students to 
also take those same risks” (p. 40). In essence, when building leaders allow classroom 
autonomy and encourage their teachers to take ownership of the classes they teach, this in 
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turn encourages teachers do the same for their students and take ownership of the 
learning process. This is an important step in creating self-directed and life-long learners. 
Professional Development 
Although rated lower than other factors in terms of its contribution to a teacher’s 
decision to remain in their current position, the importance of professional development 
cannot be overstated because classroom teachers have the greatest impact on student 
performance and success. As a result, teachers should be encouraged by school leaders to 
continually grow as educators, hone their skills, and become masters of their craft 
through active participation in professional development. With new research, teaching 
methods, and technologies emerging on a daily basis, it is imperative that teachers remain 
updated in order to provide the best education possible to their students.  
Based on the results of this survey, one area of professional development that is in 
high demand by teachers is technology. Professional development and training in this 
area is especially important to those in beginning and ending stages of their careers. To 
help with this, building leaders should partner with their building or district level 
technology departments to provide trainings for their teachers on how to use classroom 
technologies such as Smartboards, Chromebooks, Swivl cameras or any other tech 
devices that are available to teachers to enhance student learning and increase student 
engagement. In addition, technology departments could also provide training on 
computer applications or programs that can enhance the learning of students.  
If a school does not have a technology department, school leaders should work 
with teachers that use technology in their classrooms to share their expertise with other 
teachers. Or, another solution could be investing in a teacher to attend a technology 
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conference or training and then act as the building liaison that trains other teachers upon 
their return. In this sense, the building leader is not only investing in the individual 
teacher, but is also investing in the school as a whole. 
Teacher Mentor Program 
Compared to other factors on the Teacher Retention Survey, teacher mentor 
programs were often rated as having less of an influence on a teacher’s decision to 
remain in their current positions. With that being said, it is still important to note that 
these programs are held in particularly high regard by those in the beginning stages of 
their careers as seen in data from the Training, Resources and Programs section of the 
Teacher Retention Survey. For instance, 48% of teachers age 25-34 rated site-based 
mentors as having a moderate influence on their decision to remain in their current 
teaching position. This number is almost 10 percentage points higher when looking at the 
influence of district level mentors on teachers in the same age bracket. Furthermore, two 
out of three teachers in their first year in the classroom and 50% of teachers in years three 
through five rated site-based mentor programs as having a moderate influence on their 
career decisions. Once again, this figure rises when viewing the data for district level 
mentor programs as 61% of teachers with five years or less of teaching experience rated 
these programs as being a moderate contributing factor in their decision to continue 
teacher at their current school. As can be seen through this data, while rated lower than 
other factors, these programs are still necessary to provide support and build relationships 
for those that are most likely to leave the teaching profession. 
When reviewing data from all 123 teacher respondents on the ranking question 
that asked teachers to rate five factors from most important to least important, despite 
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being rated last on average, teacher mentor program was still rated as the first or second 
most important factor 13% of the time. In other words, close to one in ten teachers feel 
mentor programs have an impact. Furthermore, for the other question that measured the 
influence of teacher mentor programs, 30% of teachers rated district mentor programs as 
having a major or moderate influence and 65.6% of teachers rated these programs as 
having some level of influence on their decision to remain in their current position. 
Additionally, building level, or site-based, mentor programs were rated a major or 
moderate influence by 30% of teachers and some level of influence by 61% of teachers. 
Again, while these mentor programs may not be the most influential in comparison to 
others, they still positively impact over half of the teachers in each building and are thus 
still an important part of solving teacher retention. Moreover, dedicating time, energy, 
and resources to such practices helps to build relationships and connections amongst 
teachers, which in turn has a positive impact on school culture. Perhaps this is where the 
true value of mentorship programs lies, as school culture was the second highest rated 
factor out of five on the ranking question and also placed second out of 45 on the grid 
style question. 
In order to make mentorship programs more beneficial to mentees, schools and 
districts should provide a more in-depth experience than just monthly check-ins as 
mandated by the state. Instead, new to the profession teachers should be assigned two 
mentors, one based in the building to help with day to day support and relationship 
building, and one based outside of the school to provide instructional and classroom 
management support in a non-evaluative way. In this sense, the second mentor acts as an 
instructional coach and is there to help the teacher refine their skills and become a more 
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effective practitioner. It is important that this mentor not be another teacher in the 
building to avoid politics, judgment, and competition. 
Lastly, another way to enhance teacher mentor programs is to embed them in a 
cohort model to combine the benefits of mentor program and a teacher induction 
program. In this sense, teachers could meet with their mentors once a month, and also 
meet with their cohorts once a month as well to provide an additional layer of support. 
Also, this additional meeting helps to further increase the collegiality of staff and 
promote relationships and connections within the building, all of which contribute to a 
positive school culture. 
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Chapter 4: Research Question 4 
The culminating research question addressed in this final section is, ‘What do the 
commonalities and differences that exist across the three levels of research tell us about 
who should solve the problem of teacher retention?’. The subsequent response below is a 
synthesis of all other levels of research. 
Recommendations and Conclusions 
Teacher attrition is a multifaceted issue that is caused by a variety of factors. As 
such, there is no golden key or one-size-fits-all approach that will stem the tide of 
teachers that vacate their position to teach in another school or district, or the smaller, yet 
arguably more worrisome, group of teachers that leave the profession altogether. Luckily, 
the research from this study shows that while there may not be a singular approach to fix 
this crisis, it is one that school leaders have the ability to minimize through the strategic 
use of a combination of programs, policies, and practices at the district and building 
levels. Ultimately, it is through the alignment and cooperation of educators at both of 
these levels working in conjunction with one another that will keep teachers in 
classrooms across the state of Missouri. 
At the district level, because teachers so highly value school culture, it is 
imperative that central office leadership has a thorough understanding of the climate and 
culture within each building and the school district as a whole. To accomplish this, 
central office leaders cannot work in isolation from the schools themselves and must find 
or make time to be present and visible in classrooms to see teaching and learning 
happening. This process has to be more than just a quick visit to stop by and wave, and 
should serve as an in-depth evaluation of all facets of the school environment.  
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One such way that this can occur is through a collaborative process with building 
leaders that includes multiple visits over a series of days throughout the school year that 
are each organized around gathering data in a specific area. For instance, one series of 
visits could focus on gathering data on student learning where central office leaders pay 
attention to areas such as student engagement, teaching strategies, and lesson and 
assessment design. In another series of visits central office leaders could take note of 
aspects of school culture such as student teacher relationships, relationships across staff, 
and connections to the mission and vision of the school. Ultimately, the data from these 
visits would be combined to provide a clearer picture of the culture and climate of a 
school than can be accomplished by analyzing test scores, reviewing teacher evaluations, 
and looking over budget reports. 
To further understand and improve building and district culture to increase 
teacher retention, district leaders should also consider having all teachers and staff in the 
district complete anonymous climate surveys at the conclusion of each school year. The 
survey needs to be designed in a way that allows central office administration and 
building leaders to get a pulse on what teachers find valuable, voice what is working well 
in their schools, call out areas for improvement, and evaluate the overall culture of the 
building and district. Also, the survey should tap into why some teachers may consider 
leaving their current position and provide insight into how prevalent this sentiment is 
across the district. The survey results, along with the previously mentioned data gathered 
through the multiple visits, can further be used to evaluate the climate, culture, and 
success of each building and serve as a guide for improvement in the areas that matter 
most to teachers. 
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Conversely, to better understand teacher attrition in their schools and district, 
central office teams should design and implement a process for when teachers vacate 
their teaching positions that includes a teacher exit survey or an exit interview with a 
member of human resources. The data from these surveys and interviews could be used 
to determine patterns and trends that explain why teachers actually leave their schools 
rather than just consider leaving them. Once these patterns and trends emerge, then 
district and school leaders can strategically create and utilize practices, programs, or 
policies that will have the largest impact on reversing teacher attrition. 
Using all of these data and information as a guide, school districts should invest in 
school leaders in the same way that school leaders are asked to invest in their teachers. In 
other words, school districts should budget for the training and professional development 
of their building level leaders in areas that are critical to providing successful leadership 
as well as in areas of the school and district that have been identified as needing 
improvement. Ultimately, because each school has its own unique and independent 
culture, time, energy, and effort must be invested to better understand this culture and the 
many other facets that combine to make a school and its teachers and students 
academically successful. In the end, building level leaders should be granted the 
autonomy needed to improve their schools in the areas that are unique to them in the 
ways that are going to have the largest impact on teacher retention. 
Just as district leaders should understand the culture in their district, building 
leaders should be experts in the climate and culture of the building, staff, and students 
they oversee. Again, the importance of building culture on teacher retention, and the 
connections between the two, cannot be overstated as teachers across the survey 
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consistently rated this factor as one of the most important to keeping them in their current 
positions. Building leaders should know their buildings, staff, and students better than 
anyone, and thus have the power to influence teacher retention better than anyone. As 
such, teacher attrition turnaround can and should begin at the individual building level 
through the support and guidance of strong building level leaders that design and 
implement targeted programs, policies, and practices. 
As seen through interviews with school leaders in this study, to become experts in 
their school’s culture, building leaders should have teachers complete a building level 
climate survey that uses some of the same questions as the district level survey but is also 
tailored to the unique programs, practices, students, and staff of the building. This survey 
should be completed at the end of each school year in order to guide work over the 
summer that addresses needs, concerns, and areas for improvement identified by the 
survey results. The survey should be completed anonymously to encourage teachers to 
voice their opinions freely and to feel safe to provide feedback and criticism. Building 
leaders must not take the results personally or as a critique of who they are as individuals, 
but understand that teachers are also working towards the same goal as building 
leadership, to use their voice, expertise, and experiences to positively shape the school. In 
this regard, the survey and its results must be seen as a learning exercise designed for 
growth. This follows the definition of culture provided by Daniel Coyle in his work The 
Culture Code: The Secrets of Highly Successful Groups as he writes, “Culture is a set of 
living relationships working toward a shared goal. It’s not something you are. It’s 
something you do” (2018, p. xx). 
TEACHER RETENTION & ATTRITION IN MISSOURI 147 
 Also, in upholding this definition, to better understand and work towards a 
positive climate and culture in a school, building leaders must be visible and present in 
classrooms, hallways, and anywhere else that student or teacher connections occur. As 
noted throughout the interviews for this study and the results of the teacher survey, 
teachers need to have a relationship and a connection with building administration, and 
neither of these can occur when one person or group continually works in isolation. Like 
district leadership, building leaders must find and make time to see learning in action, 
evaluate relationships across multiple levels of stakeholders, and gather and listen to 
teacher and student voice. Ultimately, culture can be improved through relationships and 
connection and all three of these, relationships, connection, and culture, positively impact 
teacher retention. In short, through working to improve culture, a variety of other factors 
that keep teachers in the classroom are also improved in the process. 
 Tied closely to school culture is a supportive administration, the number one 
factor that teachers ranked as having the most influence in their decision to remain in 
their current position. Above all else, having a supportive administration at the building 
level can have a major influence on keeping teachers in the classroom as it can 
overpower deficiencies in other areas such as professional development or a lack of 
teacher resources. This is because supportive administrators will work to overcome these 
obstacles and make up for them in other areas.  
 Furthermore, school culture and supportive administration work hand in hand 
because as building leaders learn more about their specific building culture, they also 
learn more about individual teachers including their interests, needs, areas of strength, 
and opportunities for growth. This knowledge of both individual teachers and the 
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collective group can be used to provide targeted professional development, policies and 
practices that will have the largest impact on staff. Moreover, this knowledge can be used 
to encourage, support, and build connections and relationships as well as uncover teacher 
leaders. Building leaders can and should act as the bridge that links and connects teachers 
to one another and should also tap into teacher leaders to do the same. In short, as noted 
by Tom Hoerr in the Art of School Leadership, “Leadership is about relationships” (2005, 
p.5).  
 Lastly, in order to improve teacher retention, building level administration should 
lead with a clear purpose, mission, and vision. They should communicate these to staff as 
often as possible in order to constantly connect the work that they are doing back to these 
larger commitments. Also, building leaders should use the school mission and vision to 
create a shared sense of values that work to unite all stakeholders on campus, students, 
teachers, and administrators alike.  
 In closing, no one singular recommendation, program, policy, or practice will 
solve teacher retention on its own. Instead, because the results of this study show that 
teacher attrition is mostly influenced by variables that can be impacted by leaders in 
schools and districts, it will take a dedicated team of educators working together at the 
local district and building levels to design and implement a combination of programs, 
policies, and practices tailored to the specific needs of those that work and learn in their 
buildings. The person that is likely to have the largest impact on teacher retention is the 
building leader, as the results of the Teacher Retention Survey used for this study 
consistently show that the factors identified as most important to teachers are the ones 
that building administrators have the ability to influence and control the most. While this 
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work will be a massive undertaking that requires an abundance of time, energy, 
dedication, and resources, it can and must be done for the health and success of our 
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Appendix A 
Teacher Shortage Areas in Missouri as of December 2020 
Subject Area FTE 
Unqualified 
Shortage Indicator by Total 
FTE 
Mild/Moderate Cross Categorical 
K-12 
671.16 0.95% 
Elementary Education 1-6 471.35 0.67% 
Early Childhood Special Education 
B-3 
363.32 0.51% 
Early Childhood Education B-3 316.72 0.45% 
Physics 9-12 255.57 0.36% 
Biology 9-12 179.18 0.25% 
Mathematics 5-9 170.75 0.24% 
General Science 5-9 165.83 0.23% 
Language Arts 5-9 147.69 0.21% 
Mathematics 9-12 136.81 0.19% 
Earth Science 9-12 129.87 0.18% 
Chemistry 9-12 125.75 0.18% 
Physical Education K-12 120.88 0.17% 
Social Science 5-9 103.07 0.15% 
English 9-12 100.40 0.14% 
Special Reading K-12 64.11 0.09% 
Spanish K-12 60.72 0.09% 
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Appendix B 
Descriptive Statistics of Public School Districts in the St. Louis Metropolitan 
Area 
Year District FTE Master’s 
Degree (%) 




2017 0 236.13 94.9 17 2637 
2017 1 370.73 85.4 15.2 5708 
2017 2 1155.94 82.8 14.9 17066 
2017 3 324.35 73 14.9 4435 
2017 4 1470.58 78.7 14 20952 
2017 5 1334.41 73.1 12.6 17985 
2017 6 217.04 74 13.4 3091 
2017 7 105.45 84.3 11.7 1279 
2017 8 414.28 65.5 14.7 6218 
2017 9 158 65.2 14.6 2521 
2017 10 320 81.2 14.4 4129 
2017 11 776.34 73.7 14 11341 
2017 12 1219.81 81.5 13.9 17434 
2017 13 152.77 80.6 13.9 2589 
2017 14 755.76 67.1 13.4 10495 
2017 15 1201.77 72.3 13.2 17610 
2017 16 686.8 79.3 13.2 10221 
2017 17 433.88 69.6 13.2 5659 
2017 18 300.07 51.6 13 3942 
2017 19 414.94 77.5 12.5 6687 
2017 20 392.76 70.7 12.3 6289 
2017 21 220 52.7 12.1 3083 
2017 22 211.97 55.1 12 2732 
2017 23 438.15 67.7 11.8 4834 
2017 24 1025.45 78 11.6 15979 
2017 25 128 73.4 10.5 1867 
2017 26 358 49.4 10.4 5213 
2017 27 110 65.5 10.1 1655 
2017 28 1964.75 49.4 9.1 21754 
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Appendix C 
District Personnel Interview Questions 
1. What aspects, policies, or programs within your school district contribute to high 
rates of teacher retention? 
2. Has teacher retention been a specific focus of your district? 
3. What supports or programs do you offer teachers that lead to them remaining in the 
district? 
a. Professional development? 
b. Social-emotional wellness? 
c. Lifestyle factors? 
4. Are there specific schools or principals that stand out as leaders in terms of teacher 
retention? 
a. Why do you think that is?  What are they doing that leads to their success in this 
area? 
5. Are there any influences outside of district policies or programs that contribute to 
your success in retaining teachers? 
6. What is the number one factor that you attribute to your district’s success in retaining 
teachers? 
7. Has your district identified common reasons why teachers leave?   
a. If so, have any measures been taken to address these factors? 
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Appendix D 
Building Leader Interview Questions 
1. Tell me about yourself 
a. How many years have you been in education?  
b. As a teacher?  
c. In administration?  
2. How long have you been in your current district? 
3. How long have you served in your current position? 
4. How would you characterize teacher attrition and retention in your district? 
5. What does the district do to address this issue? 
6. How would you characterize teacher attrition or retention at your school?  
7. What do you believe are the biggest factors in your building that contribute to 
teachers staying? 
8. What supports or programs do you offer teachers that lead them to remain in your 
building? 
a.  Professional development? 
b. School structures? 
c. Social-emotional/wellbeing  
d. Lifestyle factors 
9. Have you been able to identify common reasons why teachers may leave your 
school? 
10. What are some things that you do in your building to address teacher attrition and 
retention? 
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11. Whose problem do you think teacher retention and attrition is to solve? 
12. If there were one thing that you could do that you are not currently doing to retain 
teachers, what would that be? 
13. Rank the following five factors in terms of most important to least important in 
regards to teacher retention: - school culture, supportive administration, strong 
professional development, mentor program, classroom autonomy 
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Appendix E 
Teacher Retention Survey Questions 
Thank you for taking the time to take this survey. As a teacher, your perspective 
about your experience at your school and in your district is very important. Your 
thoughtful answers to the following questions will help guide research to craft the best 
district and school-based policies designed to address the issue of teacher attrition and 
boost teacher retention. 
Demographics 
• Age: 18-24, 25-34, 35-44, 45-54, 55-64, 65-74, 75+ 
• How many years have you been working as a teacher? 
o Less than one year 
o 1-2 years 
o 3-5 years 
o 6-10 years 
o 11-15 years 
o 16-20 years 
o 20+ years 
• How many years have you been working in your current school? 
o Less than one year 
o 1-2 years 
o 3-5 years 
o 6-10 years 
o 11-15 years 
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o 16-20 years 
o 20+ years 
• What grade band best captures your current position? 
o  K-5 
o  6-8 
o  9-12 
o  Other 
• Have you ever considered seriously leaving your current position? 
o Yes, frequently 
o Yes, occasionally 
o Yes, once or twice 
o No, never 
• If you answered yes to the previous question, why? 
Lifestyle 
Using the categories below, please indicate whether each item is a major, moderate, 
minor, or not a factor in your decision to remain in your current position. 
 Major Moderate Minor Not a contributing 
factor 
Attended the school as a student     
Attended another school in the district 
as a student 
    
Feel a connection to the community     
Live within the district     
Children attend schools in the district     
Comfortable commute from home     
Work life balance     
Manageable workload     
Tuition reimbursement for higher 
education 
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• Are there any other lifestyle factors not mentioned that factor into your decision 
to remain in your current position? 
Administration 
Using the categories below, please indicate whether each item is a major, moderate, 
minor, or not a factor in your decision to remain in your current position. 
 Major Moderate Minor Not a contributing 
factor 
Supportive school administration     
Supportive district (central office) 
administration 
    
Clear administrative leadership and 
expectations 
    
School administration understands the 
demands and roles of staff 
    
School administration cares about the 
same things I do 
    
School administration values all 
employees  
    
Relationship with school 
administration 
    
Relationship with district (central 
office) administration 
    
Support from administration regarding 
student behavior and conduct 
    
• Are there any other administrative factors not mentioned that factor into your 
decision to remain in your current position? 
Work Environment 
Using the categories below, please indicate whether each item is a major, moderate, 
minor, or not a factor in your decision to remain in your current position. 
 Major Moderate Minor Not a contributing 
factor 
Satisfied with assignment and position     
Support from fellow teachers     
School culture     
Opportunities for advancement     
Time to plan units, lessons, and     
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activities 
Time to collaborate with peers     
Classroom autonomy and freedom     
Staff morale     
Classrooms are physically 
comfortable 
    
Work environment supports personal 
growth 
    
Shared values across the school     
Clear understanding of job 
expectations 
    
Relationship with peers     
Class size(s)     
Recognition from administration     
Student conduct and behavior     
Opportunities for shared leadership     
Policies support my needs as a teacher     
• Are there any other work environment factors not mentioned that factor into your 
decision to remain in your current position? 
Training/Resources/Programs 
Using the categories below, please indicate whether each item is a major, moderate, 
minor, or not a factor in your decision to remain in your current position. 
 Major Moderate Minor Not a contributing 
factor  
District mentoring     
Site-based mentoring     
Education and training prepared me 
to teach in this school 
    
Professional development provided 
by the school 
    
Professional development provided 
by the district 
    
Teaching resources and materials     
Training on how to successfully 
implement teaching resources and 
materials 
    
Access to technology resources     
Teacher induction program     
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• Are there any other training/resource/program factors not mentioned that factor 
into your decision to remain in your current position? 
General Short Answer 
• Is there a story that exemplifies why you want to leave OR remain in your current 
position?  If you would prefer to discuss this in person, please feel free to contact 
me via phone or email in order to set up a meeting. 
• What else should I know about your position, school, or district as it relates to 
teacher retention? 
• Rank the following five factors in terms of most important to least important in 
regards to teacher retention: - school culture, supportive administration, strong 
professional development, mentor program, classroom autonomy 
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Appendix F 
Table of Teacher Retention Survey Factor Rankings by Factor 
Factor Major Moderate Minor Not a contributing factor Avg.
Satisfied with teaching assignment and position 85 30 4 4 3.59
Supportive school administration 83 25 12 3 3.53
School culture 77 33 10 3 3.5
Support from fellow teachers 66 46 7 4 3.41
Classroom autonomy and freedom 71 31 12 8 3.35
Relationship with school administration 65 35 18 5 3.3
School administration cares about the same things I do 65 35 15 8 3.28
Relationship with peers 60 39 15 7 3.26
Support from administration regarding student behavior and conduct 66 30 19 8 3.25
School administration values all employees 68 29 11 15 3.22
Clear administrative leadership and expectations 60 35 21 7 3.2
School administration understands the demands and roles of staff 61 34 20 8 3.2
Staff morale 49 47 18 9 3.11
Clear understanding of job expectations 43 54 19 6 3.1
supportive district (central office) administration 56 36 17 14 3.09
Shared values across school 45 49 20 8 3.07
Work environment supports personal growth 53 35 24 10 3.07
Access to technology resources 42 53 15 13 3.01
Comfortable commute from home 44 40 25 14 2.93
Student conduct and behavior 34 51 26 11 2.89
Policies support my needs as a teacher 41 37 33 11 2.89
Class size(s) 34 50 29 9 2.89
Work life balance 39 47 20 17 2.88
Classrooms are physically comfortable 30 51 30 12 2.8
Manageable workload 37 42 23 20 2.79
Feel a connection to the community 36 43 23 21 2.76
Teaching resources and materials 33 47 22 21 2.75
Time to collaborate with peers 32 43 29 17 2.74
Time to plan units, lessons, and activities 36 38 25 24 2.7
Relationship with district (central office) administration 29 42 28 24 2.62
Opportunities for shared leadership 20 46 39 17 2.57
Recognition from administration 25 37 39 21 2.54
Professional development provided by the district 22 44 30 27 2.5
Professional development provided by the school 20 46 33 24 2.5
Training on how to successfully implement teaching resources and materials 22 40 36 25 2.48
Education and training prepared me to teach at this school 21 44 26 32 2.44
Opportunities for advancement 14 40 41 28 2.33
District mentoring 9 29 43 42 2.04
Teacher induction program 8 29 38 48 1.98
Site-based mentoring 6 25 44 46 1.93
Your children attend the same or other schools in the district 23 17 5 78 1.88
Live within the district 23 13 9 77 1.83
Tuition reimbursement for higher education 6 22 30 65 1.75
Attended the school as a student 1 8 3 110 1.17
Attended another school in the district as a student 0 6 4 112 1.12
 
  
TEACHER RETENTION & ATTRITION IN MISSOURI 169 
Appendix G 
Figure of Level of Influence of Teacher Retention Survey Factors by All Teachers 
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Appendix H 
Ranking Question Responses by Teacher 
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Teacher School Culture Supportive Administration Strong Professional Development Teacher Mentor Program Classroom Autonomy
1 1 2 4 5 3
2 2 3 4 5 1
3 2 3 4 5 1
4 1 2 4 5 3
5 2 1 4 5 3
6 1 2 4 3 5
7 1 2 5 3 4
8 1 2 3 5 4
9 1 2 4 5 3
10 3 2 5 4 1
11 2 1 3 5 4
12 1 2 4 5 3
13 1 2 4 5 3
14 2 1 5 3 4
15 5 4 2 1 3
16 3 4 3 3 3
17 4 2 5 3 1
18 4 5 2 1 3
19 1 2 5 3 4
20 2 1 4 5 3
21 2 1 4 5 3
22 5 4 1 2 3
23 2 1 4 5 3
24 1 3 5 2 4
25 2 3 4 5 1
26 2 1 4 5 3
27 2 3 4 5 1
28 3 4 2 1 5
29 2 3 4 5 1
30 1 3 4 5 2
31 4 5 2 1 3
32 5 2 1 3 4
33 4 3 5 2 1
34 2 1 4 5 3
35 2 1 4 3 5
36 4 3 1 2 5
37 2 4 3 5 1
38 1 2 4 3 5
39 3 2 4 5 1
40 2 1 3 5 4
41 3 1 4 5 2
42 3 2 4 5 1
43 2 1 4 5 3
44 2 1 3 4 5
45 1 2 4 5 3
46 2 3 4 5 1
47 2 3 4 5 1
48 2 1 4 5 3
49 2 1 3 5 4
50 4 3 2 1 5
51 2 1 4 5 3
52 2 1 3 5 4
53 2 1 4 5 3
54 3 1 5 4 2
55 4 1 2 5 3
56 2 1 3 5 4
57 1 2 4 5 3
58 1 2 4 5 3
59 2 3 4 5 1
60 2 1 4 5 3
 
Table cont. 
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61 3 2 4 5 1
62 2 1 4 5 3
63 3 4 2 1 5
64 3 1 4 5 2
65 2 3 4 5 1
66 3 5 1 2 4
67 1 2 5 4 3
68 2 1 4 5 3
69 2 5 4 1 3
70 1 2 5 4 3
71 2 1 4 5 3
72 3 1 4 5 2
73 5 4 2 1 3
74 1 3 5 4 2
75 2 1 4 5 3
76 2 1 4 5 3
77 2 3 4 5 1
78 1 2 4 5 3
79 3 1 4 5 2
80 2 1 4 5 3
81 2 1 4 5 3
82 1 3 4 5 2
83 1 2 4 5 3
84 1 2 4 5 3
85 1 3 4 5 2
86 4 5 2 1 3
87 1 2 3 4 5
88 3 2 4 5 1
89 2 1 4 5 3
90 4 2 1 5 3
91 1 2 4 5 3
92 2 4 5 3 1
93 3 1 5 4 2
94 3 1 2 4 5
95 2 1 3 4 5
96 2 1 5 3 4
97 1 2 4 5 3
98 2 1 4 5 3
99 2 3 5 4 1
100 1 2 3 5 4
101 3 2 4 5 1
102 1 2 4 3 5
103 1 3 4 5 2
104 3 2 1 5 4
105 2 4 3 5 1
106 1 3 4 5 2
107 2 1 3 4 5
108 3 2 5 4 1
109 1 2 4 4 3
110 1 2 5 4 3
111 1 2 4 5 3
112 2 1 4 5 3
113 2 1 5 3 4
114 1 3 5 4 2
115 3 2 4 5 1
116 2 1 4 5 3
117 4 5 2 1 3
118 2 1 4 5 3
119 3 2 4 5 1
120 1 2 4 5 3
121 2 1 4 5 3
122 4 2 3 5 1
123 1 3 4 2 5
Average 2.154471545 2.12195122 3.707317073 4.18699187 2.829268293
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